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Abstract 
The present study was planned to investigate the Effects 
of Occupational Stress, Organizational Culture and their 
various dimensions including some Demographic Variables 
such as Age and Sex on Physical and Mental Health of 
Managers, Officers and Clerks working in nationalized banks. 
It was amply evident from the survey of literature that 
Organizational Culture and Occupational Stress in relation to 
worker's health received little attention and had not been 
studied earlier especially in Indian context. Since there is an 
increasing importance as realized by management people 
regarding improving Organizational Culture based on the 
philosophy and approach concerning to work humanization, 
so, there was and still it is the need of time that the various 
determiners of Organizational Culture and Occupational 
Stress and as a whole, be explored to see their impact on 
employees health. It is indeed, true that without enriching 
organizational work environment, organization's potential 
efficiency and development can't be ensured. Hence, such 
task was certainly challenging and important which the 
present researcher undertook. Therefore, the present 
investigation was challenging and relevant as well. 
Occupational Stress, Organizational Culture and their various 
dimensions have been treated as independent variable while 
employees physical and mental health as the dependent 
variable. 
The study was performed through self reported 
inventories viz.. Organizational Culture Scale, Occupational 
Stress Scale, Mental Health Inventory, Stress Symptoms 
(Z 
Inventory and Bibliographical Information Blank. The 
responses obtained on these inventories were scored. The 
sample consisted of 187 bank employees randomly selected 
from various nationalized banks of Aligarh district. The data 
was analyzed in terms of the mean, SD, t- values and on the 
basis of Qi and Q3 cut points the low and high occupational 
stress groups and low and high age groups were formed to 
compare them from one another. 35 hypotheses were 
formulated and tested in the present investigation. The 
results obtained revealed that: 
Occupational Stress was found high among clerks and 
officers (136.62, 134.28) and found low among managers 
(131.86). While comparing them as a whole it was found that 
they are not found to differ significantly. 
On Organizational Culture managers were found to 
differ significantly from officers and clerks (163.49, 141.61, 
and 137.50 respectively). While comparing officers and clerks 
it was found that they are not differing significantly. Managers 
perceived their culture most favorably and having a good 
adjustment with their Organizational Culture than their 
clerks counterpart. 
When the bank employees were compared on mental 
health as a whole it was found that managers and Clerks were 
found to differ significantly. The result obtained revealed that 
managers were having good mental health than officers and 
clerks (122.02, 121.78 and 121.62 respectively). 
The result obtained showed that physical stress 
symptoms was found high among clerical staff and then the 
officers showed the symptoms of physical problems and the 
managers were found to show least physical stress symptoms 
(30.84, 30.32 and 29.97 respectively). When we compared 
them as a whole it was found that none of the groups were 
found to differ significantly. 
The result shown reveals that the managerial groups of 
employees were found to show good psychological health than 
the officers and clerks (25.22, 28.53 and 30.10 respectively). 
Managers differed significantly from officers and clerks but 
while comparing officers and clerks it was found that both the 
groups do not differed significantly. 
Social relational stress symptoms were found relatively 
more among clerical staff in comparison to officers and 
managers (11.50, 10.22 and 9.14 respectively). While comparing 
them as a whole it was found that they differed significantly. 
To see the varying effects of Occupational Stress each 
group was divided on the basis of Qi and Q3 cut - points to 
form low and high Occupational Stress groups. 
While studying the influence of occupational stress of 
the bank employees on organizational culture, it was found 
that low occupational stress group perceiving their 
organizational culture more favorably than the high 
occupational stress group (140.28 and 127.21). Both the 
groups differed significantly. 
When mental health of low and high occupational stress 
group was compared the result revealed that they are found to 
differ significantly from each other. Result also showed that 
low occupational stress group was found to have good mental 
health than high occupational stress group (122.87 and 
117.93 respectively). 
Significant difference was found among low and high 
occupational stress group on physical stress symptoms. Low 
occupational stress group was found to have good physical 
health than their counterpart (28.93 and 32.1 respectively). 
While comparing low and high occupational stress group 
on psychological stress symptoms it was found that they 
differed significantly. Low occupational stress group was 
found to have good psychological health than high 
occupational stress group (29.74 and 31.56). 
The result of the comparison of the low and high 
occupational stress group on social relational stress 
symptoms showed that they were found to differ significantly 
and low occupational stress group was found to have good 
social relation than their counterparts. 
Male and female bank employees were compared on 
occupational stress they were found to differ significantly. 
Females have less occupational stress than male bank 
employees. 
While we compared male and female group of bank 
employees on different variables of organizational culture, 
mental health, physical stress symptoms, psychological stress 
symptoms and social relational stress symptoms it was found 
that they are not found to differ significantly from each other. 
Male employees were found to have good mental health as 
well as physical and psychological health, on the other hand, 
females were found to show relatively good perception of their 
organizational culture. 
When bank employees were compared in terms of low 
and high age it was found that age did not emerge as a 
contributory variable to Occupational Stress among bank 
employees. Both the groups viz., low and high in age were 
found not to differ significantly in terms of organizational 
culture, mental health, physical health, psychological health 
and social relational stress symptoms. 
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Chapter - 1 
Introduction 
The life instinct is an important aspect of man's life which 
dominates in all human beings irrespective of their positions, 
socio-cultural backgrounds, religious faiths, socio-economic 
status, level of education, and genetic and racial differences. It 
means every person lives his/her life hoping to survive longer. 
One thing which is universally accepted truth to be faced by 
everyone is the end of life with which we all are well aware is 
known as death. The hope of life is not new, if we go back to the 
history of mankind on the earth we find that people from 
immemorial period are having this kind of thinking concerning 
to their survival and this unavoidable thing impelled them to 
question himself why and how a person dies, why a dead person 
becomes motionless and thereafter the whole body decays and 
perish. This kind of thinking enlightened them to discover the 
etiology of human's illness and awakened everyone that life of 
people is always at jeopardy. 
There is a long history of man's development and 
understanding about their surroundings. The early men were 
uncivilized because of lack of knowledge and scarcity of 
resources because of it people in those days were quite unaware 
about the causes of one's illness despite their limited knowledge 
they started working ceaselessly in understanding the health 
problems and put all efforts in evolving remedial measures to 
alleviate their sufferings. As far as the life instinct is concerned it 
finds its way to first death that occurred on this earth. In fact 
this death was caused by killing instinct i.e., personal 
aggression but with increasing knowledge people experienced 
and witnessed death caused by natural calamities, such as 
earthquake, flood, famine, avalanches, animal attacks, 
prolonged illness and various unknown causes. This type of 
horrible experience created intense fear of death in the minds of 
people which impelled them to protect their physical existence 
and the self-consciousness forced them to search out the 
remedial ways and means to have protection from physical harm 
to life including ailments that causes death. It has been a 
constant endeavour on the part of mankind to explore the 
remedies for various kinds of illness by identifying different 
varieties of herbs and medicinal plants that were found useful to 
alleviate from various forms of illness. With this kind of 
exploration process, new innovations took place with the pace of 
advancement of knowledge in medical sciences in evolving 
effective remedies for different kinds of illness. It has been a 
continuous effort of early men and still it is a constant effort of 
scientists in the fields of biological and medical sciences about 
safe existence of mankind, how they can be protected from 
hazardous effects and searching the ways enhancing the life 
span expectancy as long as possible. The technological 
advancement and globalization have brought out widespread 
economic and social changes which compelled people to move 
from one place to other in search of jobs to live a better life. With 
the pace of social change individuals are making constant efforts 
in adopting new style of life which is the result of growing 
demands and changing value system with the process of 
modernization. 
Now we are in the new Millennium where saying that "the 
only certainty is change" is truer than ever before. The dizzying 
rate of change and accompanying uncertainty has had and will 
continue to have a greater impact on our life as well as the 
organizations. We are well acquainted with some of the popular 
buzzwords in the newspapers and journals such as 
globalization, information superhighway, knowledged workers 
and diversity and innovative advancement of technology has also 
received much attention but the only sustainable competitive 
advantage in today's world environment is the people. The 
question arises that how to tap effectively the available human 
resources which is now a key challenge not only from the point 
of view to compete but to survive. When they are not able to 
compete with other people in their surroundings they may 
develop the feeling of maladjustment. This might have 
detrimental effects and manifest into certain psychological and 
physiological disorders and such state of mind usually lead to 
experience unavoidable stress. In fact this outcome is a 
natural by product of our activities, dissatisfaction with life in 
general and it may likely to reflect in varied degrees particularly 
among working people in this competitive present day world. 
The origin of the term stress is from Latin word 'stringere 
Which means 'to draw'. The research literatre reveals that 
various terms have been synonymously used to refer stress 
such as hardship, strain, adversity or affliction. Walter Cannon 
(1914) an eminent physiologist, in his work on homeostasis 
used the term stress to describe emotional states which might 
be having detrimental physical impact on the focal organism. 
Cannon (1935) modified his explanation and used the term 
stress to describe physical stimuli in terms of strain for 
organism's response to the stressor. Later researchers described 
the term referring to quality of stimulus (Dunbar, 1974) while 
others defined it as the quality of both stimulus and the 
response. The Concise Oxford Dictionary defines stress in three 
different ways. The first definition offered is that of a 
constraining or impelling force the second definition treats 
stress as an effect or demand, the third one explains it in terms 
of a force exerted on the body. In Penguin Media Encyclopedia 
Wintage (1972) stress has been described as any influence 
which disturbs the natural equilibrium of the body and include 
within its reference physical injury, exposure, depression, all 
kinds of diseases and emotional disturbance". These dictionary 
definitions of stress have been presented in a model which 
denotes stress as constraining force acting on a person who in 
attempting to cope with this force exerts himself and 
consequently feels fatigued or distressed. Nevertheless, the 
concept of stress seems to have had special place in the mind of 
layman and scientists ever since Selye (1956) is credited who 
popularized the term stress in his writings on "General 
Adaptation Syndrome (GAS)". He defined stress as "non-specific 
responses of the body to any demand made upon it". The GAS 
has three stages, i.e. alarm, resistance and collapse. The 
available research literature on stress reveals that studies 
conducted pertaining to the concept can be placed into one of 
the three groups representing the main approaches to the 
problem of its definition and its nature. The first approach 
describes stress in terms of the person's response to disturbing 
or noxious environment. The second approach describes stress 
in terms of the 'stimulus' characteristics of those disturbing or 
noxious environments. Stress from this point of view has been 
studied v/ith regard to the antecedent factors and their varied 
effects. It has also seen as an intervening variable between 
stimulus and response so as the response based definition of 
stress emphasizes stress as a response and the researchers of 
this area were interested in identifying patterns of psychological 
and physiological responses that occur in difficult situations. 
Undoubtedly the pioneer in stress research, Hans Selye (1979) 
defined 'stress in terms of non - specific response of the body to 
any demand made upon it'. By non-specific he meant that the 
same pattern of responses could be reduced by any number of 
different stressful stimuli or stressors. Selye's primary concern 
was for the physiological mechanism and this had based on 
physiological models of stress. Stimulus based definition of 
stress primarily focuses on the stimulus by conceptualizing 
stress in environmental terms as an event or a set of 
circumstances that requires an unusual response and within 
this framework the researchers studied catastrophic events 
such as earthquakes or fire as well as more chronic stressful 
circumstances like imprisonment or crowding. They also studied 
the relationship between the accumulations of stressful life 
events (such as job loss, divorce, or the death of a spouse or 
very near and dear and the risk of these factors may 
subsequently lead to physical illness). Transactional Approach 
of stress explains stress as neither a stimulus nor a response, 
but as a transaction or relationship between the person and his 
environment that taxes or exceeds the person's resources. 
Transactional Approach argues that merely focusing on stimuli 
response is not sufficient while some other situations are also 
stressful for everyone i.e., natural disasters, life threatening 
illness, or the loss of a loved one, taking an examination, 
traveling for many hours daily, facing rude boss, but these 
conditions may be stressful for some people but may not be 
equally stressful for others. Responses to stressful situations, 
even physiological responses to painful stimuli can powerfully 
be influenced by psychological factors. Stress has been viewed 
and described in different ways by the researchers. It is viewed 
as stimulus, i.e., psychological demands leading to personal 
strain (Homes and Rahe, 1967; Anderson, 1978), a response to 
demands made upon the organism (Selye, 1956), as an 
interaction between person and his environment (Lazarus, 
1966; Cox, 1978).The popularity of stress concept dwindled in 
physiological field from where it first started since then the use 
of stress terminology continues to flourish in psychological and 
social fields. In early 1960's the term stress has come into wide 
usage in relation to work organization (Agarwala and Singh, 
1979). There has been a considerable debate among stress 
researchers concerning to bow to adequately define stress. 
Lazarus and Monet (1977) pointed out, "Stress consists of any 
event in which environmental demands, internal demands on 
both that tax or exceed the adaptive resources of an individual 
social system or tissue system". The antecedents of stress, or 
1993). 
Sociologists observed that minorities are more vulnerable 
and exposed to experience more stressors in comparison to 
majority. Todd et al (1985) reported that women experiences 
more psychological distress than men and they are more prone 
to severe physical illness. Smith et.al. (1997) attempted to 
explore gender differences between managers and employees in 
business organizations. They reported that men and those 
variables in a senior position were found more internal and less 
affective. Gender effects were additional to those variables might 
be attributable to one's status. The results also indicate that the 
respondents scoring higher on an index of modernity were found 
less internal. Miller et.al. (2000) examined various sources of 
occupational coping and the consequences of male and female 
managers working in South Africa. The result revealed that the 
male and female managers differed in terms of consequences of 
their work related stress. Fielden et.al. (2001) investigated the 
overall impact of unemployment on female and male managers 
(aged 22-52 years). The findings indicate that the female 
managers encounter substantially greater sources of stress in 
comparison to male counterparts in all aspects of 
unemployment. Further increased stressors and less effective 
stress moderators were found to result in female managers 
experiencing significantly poorer mental well-being and greater 
negative physical effects during unemployment than their male 
counterparts. Saffer et.al. (2000) experienced various factors 
associated with distress among working women. The samples 
represented China (PRC), Hong Kong and the US. The results 
the so-called stressors, affecting today's employees/ comes from 
both outside and inside the organization and from the groups of 
employees themselves. Here, it becomes imperative to mention 
the extra organizational stressors that includes those factors too 
such as societal change, technological advancement, family 
relocation, economic and financial conditions, race and class, 
and residential or community conditions (John et al, 1980). The 
phenomenal rate of social and technical change has had a great 
impact on people's life styles, and this of course might be 
carried over into their jobs. Innovations in the fields of medical 
sciences has increased the life spans of people by eradicating 
and reducing the threat of various types of diseases but the 
pace of modern living has increased stress and decreased 
individuals wellness and global competitiveness has increased 
the degree of stress which employees has to experience 
inevitably on the jobs. It is widely accepted truth that job 
conditions are causal factors in stress outcomes for the 
employees. This conclusion however, is based almost entirely on 
single data source, self report studies which demonstrate 
correlation between environmental perception and stress 
outcomes (Spector, 1988). It is well established fact that a 
person's family has larger impact on one's personality 
development. A family situation either a small crisis such as 
squabble or the illness of a family member or long termed 
strained relations with the spouse or children can be significant 
stressors for the employees. There is ample evidence indicating 
that in dual career families, a stressed out husband may transmit 
stress that he experiences in the office to his wife (Finoa, et.al. 
showed that the women in Hong Kong experienced 
significantly greater level of life stress than the People of 
Republic China (PRC) and US women. Negative attitude towards 
women, gender evaluation, and avoidance coping were greater 
for Hong Kong and PRC women than US women. Hong Kong 
women reported more use of positive/confrontational coping 
mechanisms. 
In £1 recent survey it was observed that a significant 
number of working women were found to show greater family 
stress resulting from job stress (Geneniene, 1993). Reifman et.al. 
(1991) surveyed married professional women to investigate what 
types of occupational and role - conflict stresses are associated 
with physical and depressive symptoms both concurrently and 
one year later. These stresses reflected perceptions of lack of 
authority and influence on the job, sex discrimination, a heavy 
work load, work imposing on relaxation, family imposing on 
relaxation and overall suffering from role conflict. Research on 
women aad stress suggest that women generally enjoy better 
health than those working at home, although working women do 
experience stress stemming from low pay, lesser job security, 
lesser mobility prospect, and pressures of combining work and 
home responsibility and sexual harassment (McDaniel, 1993). 
Astom and Lavery (1993) examined the possible benefits of 
the work place experience for women in terms of rewards and 
concerning intrinsic and extrinsic to the job. Intrinsic factors 
were generally related to the psychological well being, while 
extrinsic factors were found more closely associated with 
physical health. 
The organizational stressors are those potential stressors 
tha t occur in the organization and found associated with 
physical and psychological variables. Although the organization 
is artificially created with definite objectives where groups of 
people work in achieving the organizational goals. There are 
macro level dimensions which are unique to the organization 
which contains potential stressors. These macro level stressors 
can be categorized into administrative policies and strategies, 
organizational s t ructure and design, organizational processes 
and working conditions. It needs to emphasize that the 
organizations dramatically change to meet the environmental 
challenges' accompany stressors for individual employees 
associated with their job. Besides these factors the group can 
also be a potential source of stress. These group stressors can 
be categorized into three areas - group cohesiveness, lack of 
social support and intra individual, interpersonal and inter 
group conflict. 
As far as individual stressors are concerned various 
s tudies have conducted and results have shown that the 
situational dimensions and individual dispositions such as Type 
-'A' personality pat terns , personal control, learned helplessness, 
self efficacy, and psychological hardiness may all affect the level 
of s t ress tha t some one experiences. 
Kumari et.al. (2000) examined the differences in life stress, 
anxiety and locus of control and Type - ' A ' behavior and personal 
efficacy of working women and house wives. The result reveals 
tha t the working women and house wives were found to differ 
significantly concerning to their life s t ress , state trait and 
10 
anxiety, locus of control and Type - 'A' behavior and personal 
efficacy. The two groups differ from each other significantly. 
Another study on personality characteristics was conducted 
by Paulik (2000) to see the moderating effect of hardiness, 
optimism and self confidence on subjective evaluation of 
occupational stress among university lecturers. The age range of 
the subjects was between 25-58 years. The sources of stress as 
identified in this group of subjects were related to workload of 
the teachers. The result showed that the hardiness, optimism 
and self confidence or positive personality characteristics that 
facilitate the coping with the demands of teaching. Although 
researches conducted on personality types and the resulting 
behavior patterns in order to predict heart attacks since the 
1950's, in the 60's, Friedman and Rosenman popularized the 
use of Type -'A' and Type 'B' personalities for the purpose of 
stress in these groups. Several researches have also conducted 
studies on this Type - 'A' and Type - 'B' personalities. Price 
(1982) and Kobara (1979) conducted study on hardy 
personalities, obsessionality, over identification, low risk taking 
and low sensation seeking (Fontana, 1989) reported that 
these factors play important functional role in experiencing 
and development of stress. As reported by Martin (1984) that the 
people with Type - 'A' personality are more likely to develop 
stress related illness because of their personality traits and 
behavioral patterns. Personality traits were found to influence 
appraisal, cognitive coping strategies (McCare & Costa, 1986). 
Eysenk and Eysenk found that neuroticism is correlated with 
the indices of stress such as unpleasant emotions (Matthews, 
11 
Davies & Lees, 1990), coping through the use of maladaptive 
cognitive distortion (Parkes, 1986). Some researchers examined 
the moderating effect of various personal and organizational 
variables. Investigators in India and abroad reveal the 
moderating effect of personality and environmental variables 
with occupational s tress to consequent s t ress . Type - 'A' 
behavior pat tern (Pestonjee 85 Singh, 1988) high need for self 
actualization (Srivatava 1986), internal locus of control (Beehr, 
Walsh & Talur, 1976; Lefcourt, 1976; Morris & Snyderman, 
1979; Pestonjee &, Singh, 1981; Srivastava & Krishna, 1992), 
psychological well being (Srivastava & Jagdish , 1983), self-
esteem (London and Klimoski, 1975), approach model of coping 
(Srivastava and Singh, 1986; Srivastava, 1991), cognitive control 
and over s tressors (Dohrenwend and Dohrenwend, 1974; Rabkin 
and Struening, 1976) found out moderating effects of certain 
personality traits of the employees on the relationship of their 
occupational stress, job behaviour and health. 
The term job stress, occupational s t ress and organizational 
s t ress have been used interchangeably by various researchers. 
The difference between these terms is sharp edged and clear cut 
definition is often not possible. The term job s t ress is specifically 
used to the physical working conditions, organizational s tress on 
the other hand is the structure and climate. Occupational stress 
is much broader term because it encompasses intrinsic aspects 
of the job too. It is more acceptable as compared to job stress 
which implies a much narrower sense. Occupational s tress is a 
condition wherein various job related factors interact with 
worker's characteristics that disrupt psychological and 
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physiological homeostasis and the person is forced to deviate 
from normal functioning (Margolis and Kores, 1974; McLean, 
1974; Beehr and Newman, 1978; Brief, Schuler and Van Sell, 
1981). More precisely stress at work is an outcome of the 
interaction between the individual and his environment. Though, 
occupational stress arises from consistent factors of job and its 
psychophysical environment, these factors are not inherently 
universal stressors. In fact personal characteristics of employees 
and their cognitive appraisal of the job factors made in the 
framework of his capacity and resources determine the extent of 
stress he would experience from the job factor or situation. Low 
level of tolerance and patience, rigidity, low esteem, high anxiety, 
intra-psychic conflicts, external locus of control and certain 
cognitive patterns enhances employee's susceptibility to 
experience relatively more stress. These considerations have 
probably led French, Rogers and Cobb (1974) to evolve the 
theory of Person-Environment-Fit Model. It emphasizes that both 
job satisfaction and occupational stress are the result of 
interaction between the person holding a particular job and the 
environment in which he is working. Harrison (1985) presented 
an overview of the model which initiated research. He described 
the model as accounting for two kinds of fit between the 
individual and the environment i.e., the extent to which the 
person's skills and abilities match the demands and the 
requirement of the job, and the extent to which the job 
environment provide supplies to meet individual comes into a 
job with certain supplies (e.g. marketable skills) which the 
organization wants to purchase. In exchange, the individual has 
13 
certain demands which may be overt or covert. In turn, the 
organization provides the individual with certain supplies e.g., 
pay. In exchange for certain demands which again may be overt 
or covert. With good person-environment-fit benefits the job that 
provides the supplies wanted by the individual (good salary, 
social involvement) while the person provides abilities required 
by the job environment (e.g., counseling skills, technical 
knowledge, good physical and mental health). The concept of 
person-environment-fit can be used to define job s t ress , "a job is 
stressful to the extent that it does not provide supply to meet the 
individual's motives and to that the ability of individual falls 
below the demands of the job which are prerequisite to receiving 
supplies" (Harrison 1979). Kahn et.al. (1981) s tated tha t there is 
a need for u s to acknowledge that we m u s t think in terms of 
"goodness of fit" between person and job because individuals 
vary in terms of their needs, abilities and s tandard of judgment". 
Another model developed by Beehr and Newman (1978), i.e., 
Beehr-Newman-Model, designed to identify the variables which 
might affecting workers health. The model was designed to 
encompass all the variables influencing occupational stress. The 
core of occupational stress, the relationship between job 
s t ressors and individual stress, is illustrated by the relationship 
between the environmental facet (which contains individual 
strains), a relationship that has intervening step- through the 
process facet. From most psychological points of view about 
stress, this relationship is required as all or par t of the definition 
of work stress . In addition to this core, however, there are other 
sets of variables that are frequently included in the theories and 
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research on the topic. Reddy et.al. (1990) examined job stress of 
middle age people and explored that the stress among the people 
between 41-50 years of age groups are greater than those 
between 51-60 years of age. The scientific stress as experienced 
by the people often depends on the nature and demands 
through which they see things in which people live. It is well 
known fact that the occupational stress initially arises from 
consistent factors of job and its psychological environment these 
factors are not inherently universal stressors. Infact, personal 
characteristics of the employees and his cognitive appraisal of 
the job mode in the framework of his capacity and resources 
which determine the extent to which the stress he would 
experience from the job factor or situation. Margolis et.al. (1974) 
defined stress as "a condition at work interacting at workers 
characteristics to disrupt his psychological (physiological 
homeostasis)". He reports that job demands, job constraints and 
job related events or institutions are not in themselves stressful 
but they may be strong enough in producing psychological 
stress and strain depending upon personal arithmetic and other 
factors. According to Allen and Green (1982) "occupational 
stress as disruption in individuals or/and psychological 
homeostasis that force them to deviate from normal functioning 
in interaction with their jobs and work environment". Consistent 
with recent conceptualization, stress denotes the psychological 
state as experienced by an employee when faced with demands, 
constraints and / or opportunities that have important but 
uncertain outcomes (Beehr and Bhagat, 1985; Schuler, 1980). 
As stated earlier that occupational stress are caused by job 
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related factors and its psychological environment but these 
factors are not inherently stressors. The employees and his 
cognitive appraisal of the job factors when evaluated by the 
employees within the framework of his capacity and resources 
determine that what level of stress would be experienced from 
the job factors or situations. On the basis of these factors it is 
possible to hypothetically predict the potency of the job factors 
causing stress, but we cannot categorize or generalize the work-
setting variables as universal stressors. However, we may 
categorize various resources of occupational stress into 
individual characteristics and work-setting variables. 
Personality or the individual characteristics of the 
employees are one of the most prominent factors that largely 
interfere with their job behaviour. Employee's responses to work 
demands and pressures are to a great extent influenced by their 
personality characteristics, psychological and behavioral 
patlerns. Though, personality characteristic and traits are 
generally not the source of stress, they mediate the stress and 
moderate the strains. Employee's locus of control is likely to 
determine the degree of occupational stress in them. The finding of 
some of studies revealed that the external locus of control has been 
reported to be associated with higher degree of stress and anxiety. 
Srivastava and Krishna (1992) reported that employees 
with external locus of control experience comparatively higher 
degree of occupational stress and lower job satisfaction. 
Employees with external locus of control have also found to be 
more alienated from work setting and less involved in their job. 
Besides these stressors, certain behavioral patterns also become 
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isolation, personal inadequacy, self-role distance, role ambiguity 
and role inadequacy. 
Another important aspect of job is its a t t r ibutes which are 
referred to the extent and the opportunity it provide to satisfy 
various needs of the employees, such as autonomy, social 
interaction, power, autonomy, use of knowledge and abilities etc. 
If a job lack enrichment and provide little opportunity to these 
needs they may become stressful incumbents . Another set of 
factors is work setting that cause s tress is related to qualities or 
physical work environment and technology. Inadequate taxing or 
hazardous physical condition at work such as insufficient or 
excessive lighting and crowded work place. Performance 
feedback is another factor which enhances employee's 
motivation and performance but cause dissatisfaction and stress 
if it is inadequate or absent. Reward or incentive which workers 
receive for their work also play important role in enhancing 
employee's motivation and performance. The quality of 
interpersonal relationship at work h a s been consistently linked 
to job s t ress (Payne, 1980). 
Thakur and Mishra (1998) reported different physical and 
psychological conditions at different types of work as potential 
occupational s tress . According to French et al (1974) stress is 
misfit between a person's skill and abilities and the demand of 
his job. Here misfit refers to a person's needs not being fulfilled 
by his job environment. Beehr and Newman (1978) after an 
extensive review of the literature on s t ress defined job stress as 
condition where job related factors interact with the workers to 
change his or her psychological or physiological conditions so 
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direct sources of stress. Type -'A' behavioral patterns (Friedman 
and Rosen man, 1974) are the examples of such behavioral 
sources of occupational stress. Type - 'A' behavioral pattern, such 
as drive to achieve more and more, aggressive striving in 
achieving goals, high competitiveness, high hostility, hyper 
alertness, rapid pace in themselves, cause stress and become 
risk factors resulting in developing some kind of somatic 
problems more particularly coronary heart disease. Type - 'A' 
people may be resentful and suspicious of other and may easily 
be angered by people in their environment. In order to achieve 
more and more these people ignore the feelings of others. 
Employees, age, sex, health, status, experience and 
socio-cultural background have also been found to influence on 
individual's occupational stress. It is observed by many 
investigators that the job role is a major source of satisfaction as 
well as frustration for the employees. Certain characteristic or 
inadequacies of job role have been found out to be prominent 
source of occupational stress. Ivancevich and Matteson (1980) 
were of the view that pressure occurs when employee's 
expectations or demands conflict with expectation and demands 
of the organization. Kahn et.al. (1964) extensively investigated 
and elaborately discussed that stresses arises from two major 
characteristic of organizational role i.e., role ambiguity and role 
conflict (inter sender, intra sender, inter role and personal role 
conflicts). Role-overload and role under-load have also been 
noted as occupational stressors. There are certain features of 
jobs i.e., role and role set as inter-role distance, role stagnation, 
role expectation conflict, role erosion, role overload, role 
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that the person's mind and/or body is forced to deviate from its 
normal way of functioning. 
Survey of literature on Occupational Stress reveal that 
there are number of factors related to job which affect the 
behavior of the employees and as a result of it normal life is 
disturbed. MaClean (1974) observed that major sources of stress 
derives from the occupational environment, proponents of this 
view tend to argue that role holders in certain occupation 
irrespective of individual differences are much more likely to 
experience stress. Here the emphasis is on the individual 
demands of various jobs that have the capacity over a period of 
time to exhaust the physical and psychological resources of 
employees in the organization. McGrath and Beehr (1990) used 
the term, stress as stress producing event and conditions 
(SPECs) that are social and psychological rather than physical in 
nature and also as strain variables. Moreover, life stress 
presumably encompasses all SPECs in the past and present, 
while Occupational Stress or job related stress includes SPECs 
in workplace. 
A study conducted by Beehr et.al. (2000) reveals that the 
job stressors, coworker and social support were found related to 
both psychological strains and performance of door-to-door 
booksellers. The results showed that the stressors predicted to 
both psychological strains and one of the two measures of 
performance. The strongest predictor was a job specific measure 
of chronic stressor. Social support predicted psychological 
strains, although it was only weakly related to performance. 
Besides the role and job characteristics certain features of the 
19 
structures, climate and culture of the organization also cause 
severe psychological stress to its members. 
Vidhu Mohan (1999) examined managers of public and 
private sector banks in ten areas of job related stress. The 
results showed that employees working in the public sector 
scored high concerning to role erosion and self-role conflict in 
comparison to their private sector counterpart. Public sector 
employees experienced greater degree of stress than other 
subject. The result obtain was interpreted that the prevailing 
organizational climate in public sectors can leave stressful effect 
on middle managers and private sectors seems to have a better 
work climate that combine forward orientation in roles with less 
personal conflict situation. 
Lansisalmi et.al. (2000) examined from a cultural 
perspective how well-being was collectively defined, what was 
the sources of collective stress, and what kind of collective 
coping mechanism were used to alleviate such stress in 3 
divisions of multinational company. They found joint focus 
efforts on money making, despite the awareness of the common 
goals employees entrusted only in fulfilling their own role, and 
the awareness of the common goals lacking. By using 
participant observation they reported that the definition could 
vary across cultures as regards to their emphasis either on work 
or on other life domains as sources of well-being. Collective 
stress emerged as a response to two types of signals - adaptation 
to the environment of the division or work limit was imperfect 
and friction inside the community. 
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stress generally denotes as undesirable and a negative 
force thcLt causes disruption in one's psychological and 
physiological homeostasis of the focal person. In a situation of 
severe stress, human constitution and capacities are taxed 
severely and his overall effectiveness is isolated. Studies 
conducted by a large number of stress researchers concluded 
that stress gives rise to negative emotional experiences causing 
significant deterioration in individual's adjustment, behavioral 
effectiveness and health. As we know that the nature of the 
responses to stress was first studied by Walter Cannon (1914) 
and in mid 1920s by Hans Selye. These two physiologists have 
made significant contribution to the understanding of stress 
response and the effects of its mismanagement. More recently 
there has been an important focus on the health consequences 
of stress in the work place both out of concern for individual 
and organization. This concern is founded on the idea that the 
intense or persistent stimulation of the stress response can 
result in a host of health problems. Researchers working in 
the area of organizational stress have dominantly focused on 
emotional, behavioral and health outcomes of the stress 
experienced by people at work (Brief, Schuler and Van Sell, 
1981; Cooper and Marshall, 1976; Ivancevich and Matteson, 
1980). 
Physiological consequences of stress include increase in 
serum and cholesterol levels, blood pressure, heart rate, 
adrenalin levels and respiratory rates. Exposure to prolonged 
levels of stress a variety of psychosomatic diseases may occur. 
Various investigators explored the relationship between stress 
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considerable work stress at the risk of their mental and physical 
ill-health They were found to show poor physical health as a 
result of Type - 'A'behavior pattern. 
J a swan t and Kumar (1997) investigated the interactive 
effects of age, gender and Type - 'A' behavior pat tern on job 
stress and involvement of bank 's employees. The sample 
consisted of 80 male and female banks employees selected from 
the district of Haryana with an age ranging from 35-45 years. 
Results showed tha t the gender and Type - 'A' behavior rendered 
their significant effects on job stress of bank employees. Male 
and female subjects differed significantly on occupational s tress 
cont inuum and female subjects showed more job stress than 
male employees. The finding of this s tudy confirms the result of 
some earlier studies (Sen, 1981; Beena and Poduval, 1991; 
Freudenberger, 1992). Freudenberger (1992) summarized that 
woman who has to combine their professional role with those of 
the'^ family, experienced more stress. In our society, women 
besides bearing job responsibility have to perform a number of 
roles relating to their home management , family and society 
which increase their greater possibility of experiencing more job 
s t ress . The findings of the study also confirm the findings of a 
good number of studies conducted by early researchers (e.g. 
Kelly and Houston, 1985; Gangster, 1987; Greenglass, 1993; 
Dang and Gupta, 1994). 
Type - 'A' behavior is more likely to be associated with 
objective and subjective to work stress (Ganster, 1987). Person 
with Type - 'A' behavior have been reported to have more 
demanding jobs and show more stress tension on the job than 
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and health reported that stress affects employee's health 
directly. 
Ragland et.al. (2000) conducted a study to find out the 
relationship of frequency of work stressors and reactions to 
those stressors in relation to various alcohol related outcomes of 
transit operators for a period of three years. The age range of the 
subjects was between 25-65 years. The subjects were medically 
examined and filled questionnaire and interviewed concerning to 
the occupational stress and alcohol related outcomes. The result 
revealed positive association between the job stressors and 
alcohol related outcomes. Subjects experiencing high frequency 
of job stressors and in result drink more or heavily. They 
reported that consuming alcohol by drivers was mainly 
concerning to deal with the work stress. The overall study 
results the higher the job stress impelled them to consume more 
alcohol whenever they were exposed to work stressors. 
Lundberg et al (1999) studied the relationship of job stress 
with psychological and physiological stress of 72 female 
supermarket cashiers. The results were found to show that the 
half of the cashiers (70%) suffer from neck-shoulder pain. The 
results also reveal that the women who were 40+ aged reported 
more musculo- skeletal pain and high blood pressure and also 
more work stress and psychosomatic symptoms. 
Lu et.al. (1999) examined the effect of work stress, job 
satisfaction on health of 347 Taiwanese managers and also 
tested the moderating effects of personality and its coping 
strategies. Results indicate that these managers were under 
22 
Upadhyay et.al. examined Occupational Stress level of 
college teachers and executives. The result revealed significant 
difference between these two groups on the experience of stress 
on factors such as role overload, intrinsic improvement and 
status variable. The executives showed significant higher levels 
of stress than college teachers on role overload factors. The 
result also revealed that college teachers perceived greater level 
of stress than the executives in terms of status. 
Wamala et.al. (2000) examined the occupational gradient 
in coronary heart disease (CHD) risk in relation to job-stress and 
other traditional risk factors among employed women. The 
sample consisting of 292 women with CHD aged 65 years match 
with 292 healthy women. Compared with the highest (executive/ 
professional), women in the lowest occupational class. Result 
showed that lower occupational class working women faced 
multiple and sometimes interacting sources of work and non-
work stress that are mediated by behavioral and biological 
factors which increase their coronary heart disease risk. 
As we have emphasized in the introductory part that 
experiencing mild level of stress is not bad for individual 
employees concerning to their organizational performance. It is 
almost believed by everyone that low level of stress can even 
enhance job performance and also presence of mild degree of 
stress may get employees "juices flowing" and lead to increase 
their activity related to work and overall better performance. New 
researches have proved that moderate level of stress is necessary 
to be alert and capable of functioning effectively in an 
organization. Indian scholars like Pestonjee (1997a) and Mathew 
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(1985) in their conceptual paper has advocated that this 
particular type of stress are essential being a creative manager. 
Pestonjee and Singh (1987) noted that managers and system 
analysts in private organization scored high on both stress and 
satisfaction. Matthew (1985) in his conceptual paper on role 
stress on creative managers raised queries pertaining to the 
relationship between creativity and stressors. He noted that 
such queries are relevant for two reasons: first, creativity and 
innovation in organization have become a top priority for 
organizational practitioners. Therefore a creative manager can be 
better equipped to cope with particular stressors which are 
identified associated with creative activities. Second, creativity 
involves performance of unconventional tasks in the 
organizational setting by individuals. On the other hand, 
interaction among various sub-systems of organizations such as 
person, task, role, behaviour setting, physical and social 
environments are seen as causal factors of stress. This kind of 
stresses are necessary for creative work. 
It is the dysfunctional effects of high stress that should be 
and are a major concern for contemporary society in general and 
for effective human resource management in particular. The 
problems emanating due to high levels of stress can be exhibited 
physical^, psychologically, or behaviorally by the individuals. 
Pestonjee also discussed the recently developed concept of 
Burnout Stress Syndrome. BOSS can lead to at least four types 
of stress related consequences such as depletion of energy 
reserves, lowered resistance to illness, increased dissatisfaction, 
pessimism and increased absenteeism and inefficiency at work. 
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Veningle and Spradley (1981) have identified five distinct stages 
of BOSS. The first stage is the Honeymoon Stage - this stage can 
be described as accounting for the euphoric feeling of encounter 
with the new job such as excitement, enthusiasm, challenge and 
pride. D5^sfunctional features emerge in two ways- first, the 
energy reserves are depleted gradually in coping with the 
demands of a challenging environment. Second, habits and 
strategies for coping with stress are formed in this stage which is 
often not useful in coping at later stages. Fuel shortage stage is 
identified as composed of the value feelings of loss, fatigue, and 
confusion arising from the individual's overdraws on reserves of 
adaptation energy. Other symptoms are dissatisfaction, 
inefficiency, fatigue and sleep disturbances leading to escape 
activities such as increased eating, drinking and smoking. Fuel 
shortage stage is followed by physiological symptoms which 
become more pronounced and demand attention and help at 
this stage. Common symptoms are chronic exhaustion, physical 
illness, anger and depression. A sense of fatigue and exhaustion 
overtakes the individual. When these feelings and physiological 
symptoms persist over a period of time, the individual enters the 
stage of crisis. At this stage he develops 'escape mentality' and 
feels oppressed. Lightened pessimism, self doubting tendency, 
peptic ulcers, tension headaches, chronic backache, high blood 
pressure and difficulty in sleeping are other characteristics of 
this stage. Hitting the Wall Stage is that stage which is 
characterized by total exhaustion of adaptation energy which 
may mark the end of one's professional career. While recovery 
from this stage may elude some others may be resourceful 
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enough to tide over the crisis. 
Contrary to BOSS, Rust Out Stress Syndrome (ROSS) is 
another phenomena which is indicative of the stress under load. It 
occurs when there is a gap between what the executive is capable 
of doing and what he is required to. 
Most of the basic researches over the years were devoted 
in finding out the impact of stress on physical health. As probed 
by the investigators that a high level of stress is accompanied by 
high blood pressure and high levels of cholesterol and may even 
result in heart disease (Cummings et.al., 1979), ulcers and 
arthritis. There may even be a link between stress and cancer 
(Bammer et al., 1982). 
Obviously, such serious physical ailments have a drastic 
effect on the individual is not always so obvious, are the effects 
that physical problems such as heart disease can have on the 
organization. Like physical health, mental or psychological 
health of the workers as affected by high levels of stress like 
anger, anxiety, depression, nervousness, irritability, tension and 
boredom. In a study conducted by Peter et.al. (1972) reported 
that stress had the strongest impact on aggressive actions such 
as sabotage, interpersonal aggression, hostility and complaints. 
These types of psychological problems developing out of stress, 
in turn are especially relevant to poor job performance, lowered 
self-esteem (McGrath, 1976), resentment of supervision, and 
dissatisfaction (Beehr & Newman, 1976). 
The outcomes of stress undoubtedly are found to have 
adverse effects on the organizational achievements. 
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The behaviour or activities which may be directly observed 
accompany high levels of stress including under eating or 
overeating, sleeplessness, increased smoking and drinking, and 
drug abuse. There is some empirical research evidence 
indicating relationship between stress and absenteeism and 
turnover (Porter & Steers, 1979). Staying away from job that is 
causing stress or quitting job is a "flight" reaction to the 
situation. 
It is obvious from the findings of the researchers in the 
area of stress are studying the etiology of stress and its after 
effects. There are some approaches through which it is possible 
to study occupational stress and evolving strategy for the 
treatment of the workers at all levels. The approaches to study 
occupational stress so far typically focus the stressors of job life 
and consequent strains. 
The Medical Approach which is having its roots in the 
tradition of Cannon and Selye, focused on physical causes and 
consequences of job stress. The typical primary target of 
treatment of this approach is individual. Here the treatment of 
the focal person is done through application of medication. This 
approach did not develop from primary interest in occupational 
or workplace, though it is applied to them. The psychological 
approach to occupational stress emphasizes psychological 
causes and consequences of stress it involves the treatment of 
depression/anxiety through counseling or by means of 
psychotherapies. This approach is alike to medical approach, 
was not developed specifically for dealing with the stress 
prevailing at the workplace. The other approach, i.e.. Clinical or 
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Counseling approach, adapted to the study of occupational 
stress focusing on physical characteristics of the work and the 
workplace as stressors and as job performance as the typical 
outcome. This approach has implications for the physical design 
of work and workplace as treatments. In this approach the 
typical primary target of treatment remains the organization not 
the individual. The organizational approach accepts that 
psychological variables prevailing in the organizations cause 
psychological strains. This approach is primarily concerned to 
evolve the treatment by making certain necessary 
changes/modifications in the organization or creating congenial 
work environment improving physical characteristics of 
workplace. 
1.2 Mental Health 
Advancement in all spheres of life of people become health 
conscious irrespective of their social affiliation and socio-
economic background owing to its greater relevance with 
changing lifestyle and attitude toward life which is now a joint 
venture of medical professionals and psychologists to identify 
and understand the crux of the problems of people concerning to 
their mental health. Psychologists endeavoured to explain the 
concept of mental health and stated that when the pathological 
symptoms of tension, anxiety, depression and restlessness are 
absent then a person is said to be psychologically healthy. The 
mental health has been explained in terms of harmonious 
functioning of the individual's total personality which gives him 
satisfaction and a sense of fulfillment. Kornhauser (1965) 
described psychological health in terms of those behaviors, 
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perceptions, and feelings that determine a person's overall level 
of effectiveness, success, happiness and excellence of 
functioning as a person's ability to set and achieve his realistic 
goals and thus develop a sense of confidence and helps in 
maintaining his sound psychological health. It is believed by 
most of the people that successful living must be just the 
opposite of adjustive failure and that if the signs of failure are 
absent, a person is said to be psychologically healthy. When we 
talk about a mentally healthy person it refers to the 
psychological state of well being which may be characterized by 
continuing personal growth, a sense of purpose in life, self-
acceptance, and positive reactions toward others. Some 
researchers also described mental health in terms of absence of 
mental illness. Psychologist described mental health with regard 
to one's ability to maintain a balance between positive and 
negative emotions such as elation and sadness. In this 
perspective, it may be said that a person who displays emotional 
extremes in either direction is referred to as well adjustive, it 
means the role of one's environment also influences his well-
being. When we see mental health in this perspective, one can 
find that the mental health seems to reflect in a person's overall 
happiness in various domains of life such as social 
relationships, work and community life. Now it becomes 
essential to mention that there may be a number of different 
aspects of life which might influence one's mental health too. It 
has been observed that some critical areas that also influence an 
individual's mental health include working life, family life, and 
the social role that he occupies in the communities. Negative 
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experiences in these areas such as unreasonable pressure of 
turbulent family life can also reduce a person's overall sense of 
well being. 
Frank (1935) gave explicit explanation of "positive" aspect 
of mental health - healthy personalities are those who "continue 
to grow, develop and mature through life, accepting 
responsibilities, finding fulfillments without paying too high". 
One of the most pioneer names in the area of positive mental 
health is of Marie Jahoda (1958) whose writings developed 
professional interest of psychologist to work in the area of 
positive mental health. She did not agree with the view of others 
who held that mentally healthy persons are successfully 
adjusting passively and showing no symptoms of disturbance. 
She argued that positive striving is one of the most important 
characteristics of health and outlined three important features of 
mental health (i) the person displays active adjustment, or 
attempt at mastery of his environment, in contrast to lack of 
adjustment through passive adjustment or indiscriminate 
adjustment through passive acceptance of social conditions, (ii) 
the person manifests unity of personality- the maintenance of 
stable integration which remains intact in spite of flexibility of 
behavior which derives from active adjustment, (iii) the person 
perceives the world and himself correctively as independent of 
his personal needs. Further She elaborated it to six aspects of 
positive mental health: (i) attitudes of an individual toward his 
own self: the accessibility of the self to consciousness, the 
correctness of the self concept, and its relation to the sense of 
identity and the acceptance by the individual of his own self (ii) 
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growth, development, or self actualization, (iii) integration, (iv) 
autonomy, (v) perception of reality, (vi) environmental mastery. 
Lazarus (1961) stated positive mental health in which he 
emphasized six spheres of psychological functioning, (i) 
cognition, (ii) emotional experience, (iii) social relationships, (iv) 
work (v) love (vi) and the self. As pointed out by him that these 
aspects are the battle ground for every individual in which the 
life struggles and the person is assessed concerning to their 
adequacy. Mentally healthy individuals are capable of making 
interpretations in accordance with the external realities and 
their interpretations are also not distorted by personal motives. 
Naturally, some situations are sufficiently ambiguous so that it 
is virtually impossible to pin-pointedly know what reality is, 
therefore, knowing that one does not know may be an important 
aspect of reality testing and keeping an open mind in ambiguous 
situations is probably as important as being accurate concerning 
to what actually a person knows. The other characteristic of a 
mentally healthy person specifies that he is capable of regulating 
emotional life. Healthy emotionality is usually characterized by 
the capacity to have emotional experience but it is not allowed to 
get out of bounds. The third characteristics includes healthy 
social relationships which are described usually in terms of 
three things (i) the healthy personality is capable of social 
intimacy, forming friendships and participating in social 
relationships that are deeper than mere acquaintanceships; (ii) 
the mentally healthy personality are usually socially competent 
and they are able to make use of friendship and social contacts 
to better actualize their own needs, (iii) their relationships with 
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others are not exploitative, manipulative or artificial but are 
characterized by mutuality and genuine respect and affection. 
Thus, interpersonal competence in the healthy personality does 
not mean the capacity to exploit others in gaining one's own 
ends rather the capacity to gratify his needs through social 
means because the friend is pleased to provide them out of 
genuine respect and affection which gives a sharing of 
satisfactions and the possibility of mutual rewards in this type of 
sharing behavior. Work has also been recognized as another 
important characteristic of a mentally healthy person. Erikson 
(1950) pointed out in his discussion of ego identity that during 
the adolescence the healthy individual develops a commitment 
to some form of work through which he may achieve lasting 
satisfaction as well as the economic means for himself and his 
closely related loved ones. Regardless of varied economic system 
of the society, work has always been important to a person, 
which is a contribution to the resources of his society, so, it 
becomes the means through which food and other essential 
materials to be provided to the group, and for the person who 
makes efforts. In addition, a person's identity comprises, in part, 
his skills and other products of these skills. It is known fact that 
those persons who are deprived of work could have fewer of the 
goods of the society in which they live, but, perhaps even more 
importantly, this type of deprivation may result in something 
may be missing from the personality of the person too, the self 
esteem and sense of belonging that come from knowing that 
what a person is doing something useful. One of the important 
characteristic of the healthy personality is love and sex because 
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adequacy in love and sex is widely agreed upon as a hallmark of 
the healthy personality. It is evident that, of all the spheres of 
human conduct, there is more conflict and more taboo 
surrounding sex than surrounding any other thing. Mentally 
healthy person are keenly aware, certainly, of the sexual 
patterns and attitude which are forbidden by our society. 
Besides this the other characteristics of the mentally healthy is 
the 'self. Generally there are two ideas about the self which is to 
be emphasized. First, there are at least two selves, the 'self that 
is genuine and the 'self that is presented to others and harmony 
between these two a crucial aspect of the psychological health. 
Secondly,, the healthy person regards himself in a positive way 
and sees himself as a distinguishable part of the world in which 
he lives. It may be the normal feature of everyone from his / her 
childhood to face continuously pressure to be a certain sort and 
to act and think in particular ways. To be effective and to 
prevent punishment or social rejection, people present 
themselves in ways that are not alien to the society in which 
they live or the people who are important to them. People behave 
in accordance with the roles into which they are to play or that 
they adopt and to an extent at least, these roles describe them 
as different persons. In playing a role, however, one sometimes 
runs the danger of being one kind of person on the surface and 
covertly another kind of person. To the extent that the roles 
which a persons plays may not be compatible with what one 
thinks about himself and wishes to be, there will be conflict or 
lack of harmony between the two selves. Thus, the ultimate in 
mental health is to reach the happy synthesis of having the 
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inner and outer selves as the same. 
Mental health, as described by Frank (1935), depends 
upon the presence of equilibrium between the instinctive 
impulses and the forces controlling, balancing and protecting 
them. When this equilibrium is disturbed by failure to find 
adequate expression the person may attempt to meet the loss by 
means of such kind of undesirable reactions as regression, 
compensation and introversion. Many thoughtful men and 
women are vaguely conscious that they are not getting out of the 
ways of the modern civilization an essentially satisfying life. 
Happiness is the balanced flow of energy in the satisfaction of 
desires. 
Health is an indispensable quality in every human being. 
According to Bhatia 1982, "Health is a state of being hale, sound 
or whole in body and mind." 
The preamble of the WHO's charter defined health as a state 
of complete physical, mental and social well-being, not merely 
the absence of disease or infirmity. The explanation of mental 
health by early researchers was considered as the absence of 
mental illness but now it has a much broader positive 
connotation not merely the absence of mental disease or 
infirmity. Mental health has been described as the ability of 
person to balance one's desires and aspirations, to cope with life 
stresses and to make psycho-social adjustment. 
Laddell (1953) viewed mental health as the ability to make 
adequate adjustments to the environment on the plane of reality. 
Menninger (1945) defined mental health as the adjustment of 
human beings to the world and to each other with a maximum 
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of effectiveness and happiness. It is the ability to maintain an 
even temper, an alert intelligence, socially considerate behaviour 
and a happy disposition. Bhatia (1982) considers mental health 
as the ability to balance feelings, desires, ambitions and ideals 
in one's daily living. It means the individual's ability to face and 
accept the realities of life. The expedition of positive mental 
health as given by the psychologists and psychiatrists are 
different. 
Maslow and Mittleman (1951) suggested the following 
criteria of psychological health: (i) adequate self-evolution, (ii) 
adequate feeling of security, (iii) adequate spontaneity and 
emotionality, (iv) efficient contact with reality, (v) adequate bodily 
desire and the ability to gratify them, (vi) adequate self-
knowledge, (vii) integration and consistency of personality, (viii) 
adequate life goals, (ix) ability to learn from experience, (x) ability 
to satisfy the requirements of the group, (xi) adequate 
emancipation from the group or culture. 
Schultz (1977) suggested seven criteria of healthy 
personality- (i) extension of the sense of self, (ii) warm relation of 
self to other, (iii) emotional security, (iv) realistic perception, (v) 
skills and assignment, (vi) self-objectification, (vii) unifying 
philosophy of life. 
The operational definition of mental health clearly specifies 
in terms of person's ability to make positive self-evaluation, to 
perceive the reality, to integrate the personality, autonomy, 
group oriented attitudes and environmental mastery. 
In the present day world psychologist, medical 
professionals and management people are keenly involved and 
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making all possible efforts to go in depth to look into the 
problems of psychological health from the view point of three 
models that explains the mechanisms involved in understanding 
the problems of psychological health. The mechanical model 
emphasizes man as reactive being governed by stimulus-
response phenomenon. No doubt it is a scientific explanation of 
behavior but it is difficult to solve all the problems related to 
psychological health by means of this model. As far as the 
dynamic model is concerned man is governed by his wishes, 
urges or impulses, which he himself does not want, recognize 
because of social problems. When he is not able to express such 
animalistic desires due to cultural pressures he is likely to use 
defense mechanism in order to repress these desires. The 
Humanistic model focuses on the man's natural tendencies of 
self- direction and self- fulfillment. People gather an experience 
while in interacting with others retain important ones because 
they do not find them helpful in life. 
Allport (1961) description of "mature personality", which 
he identifies synonymous with soundness of health having six 
salient qualities- (i) extension of the sense of self, this involves 
authentic participation in important spheres of human 
endeavor, beyond immediate self-interest, (ii) warm relating to 
others. Because of self-extension, the mature person is more 
capable of intimacy but also of respect and compassion, (iii) 
emotional security (self-acceptance). This is reflected both in 
frustration tolerance and in trust, (iv) realistic perception, skills 
and assignments. This includes not only accurate judgment but 
also the capacity to be problem-centered and to lose one self in 
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one's work (v) self-objectification, i.e. insight and humor. To 
know one self and to laugh at one self requires mature 
detachment and (vi) A unifying philosophy of life. The mature 
person has a sense of direction and purpose and a broad 
personal philosophy. Overall, then, through the overlapping 
concepts and alternate terms, a coherent picture of the mentally 
healthy smd mature personality emerges. Developmentally, the 
healthy person is highly differentiated and well integrated. He is 
more motivated by abundancy than deficiency needs. There is a 
strong sense of personal identity, realistic self-esteem, 
detachment and sensitivity to the self and others. He has a 
sense of competence and actual competencies in psychological 
functioning (i.e. learning, memory, problem solving). His ego is 
strong, his behavior is flexible and adaptable and there is 
considerable stress tolerance. Coping devices are more evident 
than defenses. Within ecological possibilities, he is an 
autonomous agent, mastering problems, rather than being the 
passive object of the forces of the environment, the social order, 
or inner derives. With a secure sense of being and value, he can 
be compassionate, sympathetic and loving towards others. 
Conscience and value are coherent, conscious and well 
integrated. Finally, the mentally healthy personalily is 
comfortable with him and valued by others (Korchin, 1986). 
From this kind of explanation, one should not think that such 
persons are without conflicts, worries, or anxiety. Because of 
high ideals and self-confidence, he can overreach and know 
failure and frustration. He can hurt others and know guilt. As 
anyone, he is capable of foolish, thoughtfulness and self-
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defeating acts. In his spontaneity and desire for experience, in a 
readiness to accept challenges because it's there, defeat and 
despair are predictable risks. But what distinguishes the healthy 
personality is that these do not lead to defensive retreat, hostile 
anger, or facing saving maneuvers. Instead adversity is 
counteracted as possible, but above all, it is the basis for further 
learning and wisdom. It is in the capacity to continue growth, 
rather than being without pair or suffering, that the healthy 
person is best defined. 
As we have said that the family life is considered as the 
sanctuary as a benign environment in which one can 
recuperates from problems at work and work place in contrast 
as the primary stressor. This picture reflects not only a male 
based view, but also the assumption that for women the roles 
associated with house wife, mother, home maker... "are some 
how natural" and free from undue stress. In contrast, for women 
the role of paid workers has been seen as an added role (for 
married women) or as a substitute role (for unmarried women) 
(Long and Porter, 1984). Many opportunities for stress seem to 
confront women who are employed out-side the home. Women 
who work outside the home are likely to experience stress from 
demands and challenges associated with work and non-work 
responsibilities. Although a good job can contribute to overall 
quality of life through increased income and more satisfying 
than those available to a traditional housewife (Hoffman and 
Nye, 1974; Holahan and Gilbert, 1979; Warr and Parry, 1982), 
women who work outside the home are required to make many 
social readjustments that can contribute to stress and anxiety. 
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Lenon (1994) stated that the full time housework involves more 
autonomy, more interruptions, greater physical effort, more 
routine, fewer time pressures and fewer responsibilities for 
mat ters outside one's control than do paid work. The house 
makers compared to employed wives appear to benefit from 
having less responsibility for things outside their control. 
Employed wives appeared to benefit from having less routines 
work than house makers have. Employed wives and house 
makers experience on average similar levels of depressive 
symptoms (Lenon, 1994). 
Working women were found to score high on general 
health, life satisfaction and self esteem measu res and lower 
scores on hopelessness, insecurity and anxiety (Nathawat and 
Mathur, 1993). Mukhopadhayay (1988) reported tha t the women 
showed high anxiety scores and heal th scores for both the 
group. J a p a n e s e and American housewives showed different 
beliefs tha t they can not be happy as full t ime housewives. 
J apanese believe strongly that a wife/mother should not be 
employed when her husband wants her at home or when there 
is a school aged or teenage child in the family. American believes 
more strongly tha t women are capable of handling both 
homemaking and career responsibility (Engel, 1988). Family stress 
is a significant predictor of well-being among employed and non-
employed mothers (Schwartzberg and Dytell, 1988). 
Full time housewives hold more conservative values and 
more traditional view of women's roles, report experiencing a 
more supportive family life, express lower self- esteem, and are 
less dissatisfied than women who work outside the home. 
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Women who are employed outside the home rate themselves as 
more aggressive, ambitious, and intelligent than do homemakers 
(Stokers and Peylon, 1986). The type of stressors as experienced 
by employed and non-employed women is different and as a 
result, they require different kinds of support in order to enable 
them to cope effectively with their chosen roles. Employed 
women identify work, children and household duties as the most 
frequent stressors, whereas non-employed women identify 
children, finances and self as stressors (Canam, 1986). Younger 
house makers were found to show more depressive symptoms 
than their older counterparts did, and social support acts as a 
buffer against depression (Lu, 1995). Younger working women 
aged between 25-35 have poorer mental health than the non-
working women. It is also found out that the nonworking women 
maintaining good mental health and is satisfied with household 
affairs and child rearing responsibilities. However, the mental 
health of nonworking women declines over the ages of 35-39 
years and they frequently show the signs of depression, anxiety 
and inadequacy. In their 50s, these subjects regain their mental 
equilibrium. It was reported that the non-working wives suffer 
from identity problems once they have finished their duties as 
mother (Ikeda, 1983).Employed mothers of preschool children 
reported their lives very stressful (Rankin, 1994). Negative 
evaluations of role behavior in the family are more depressing to 
home makers than to employed women, but not on house 
makers (Keith and Schafer, 1985). Research studies paint 
colorful images of today's working, married mothers who have 
begun to identify the risks of women's health that might be 
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associated with the increased responsibilities that are associated 
with multiple roles. The necessity of carrying out multiple roles 
to meet women's own needs and those of others is likely to 
increase stress, which is associated with poorer health. The 
effects on health may be mediated through women's subjective 
losses in work and interpersonal relationship experience may 
likely to suffer major cardiovascular disease. Lack of spousal 
and social support and a direct connection to diminished mental 
health (Facione, 1994). 
During the last five decades, there has been a drastic 
change in the role status of the Indian women. Women leave 
their traditional role and take a man's job they have to face 
greater stress at workplace as they remain dependent on men's 
acceptance. As coping with stress whether physical and 
psychological does have a detrimental effect on their health, the 
working women who have added the burden of a job to her 
household chores is more vulnerable to suffer mentally as well 
as physically. 
Beerman et.al. (1995) reported that gender related unequal 
division of domestic duties when coupled with a job, may not 
result in more severe psychological or injective health 
impairment. The reason could be that the jobs provides to 
working women a sense of feeling as useful and important and 
provide an opportunity to interact with people. Further, it is 
possible that the negative feeling about fulltime home making 
rather than positive attraction of work might draw the women to 
the workplace (Rapport, 1971). Job stress like qualitative work 
load and quantitative overload has been found to be the 
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predictors of mental health and risk of occurrence of depression 
(Komaki, 1994). 
Studies show that men and women differ in terms of their 
psychological health. Women seem to be more dependent than 
men whereas men may show criminal tendencies or may become 
alcoholic (Argyle, 1987). On the other hand, researchers (Brown 
and Harries, 1978) found higher degree of depression among 
those women experiencing weak social support at home, no job 
and small children. 
The study conducted by Kessler and McLeod (1984) 
reported that women were more disturbed by death of someone 
very close and by problems of social network because they are 
more emotionally involved in maintaining social relationships 
whereas men respond conversely. 
Fontana (1989) suggested four factors that cause stress at 
home i.e. partner stress, child stress, domestic arrangement 
stress and neighborhood stress. If we look into the context of 
Indian social structures we find some more factors which can be 
added such as parents, in-laws, unmarried daughters/ sisters 
and childlessness that are little investigated stress related 
factors. 
It is now pervasively explored phenomenon that the major 
sources of stress are associated with the jobs. Different jobs 
create different levels of stress among people depending on the 
way they look at their jobs. Medical professionals and 
administrators showed symptoms of burnout resulting from 
stressful working conditions because they have to come in 
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contact with large number of clients. By meeting and solving the 
problems of their clients they feel emotionally exhausted, 
depressed and alienated (Maslach and Jackson, 1982). As 
suggested by Schonfeld and Ruan (1991) an alternative design 
indicating longitudinal and cross sectional research on the 
effects of occupational stressors on the psychological and 
physiological health. Analyses suggested that adverse working 
conditions exert a relatively immediate effect on depressive 
symptoms in teachers. Some studies revealed the impact of 
environmental satisfaction and environmental awareness on 
psychological health. Environmental satisfaction when compared 
to awareness yielded better prediction to psychological health 
(Chaterjee and Roy, 1991). Bogg and Cooper (1995) compared 
occupational stress, job satisfaction and psychological and 
physical health among civil servants and private industry 
executives. Civil servants showed more job dissatisfaction and 
psychological and physical ill health than their private sector 
counterparts. Civil servants also perceived more stress that was 
found associated with the factors intrinsic to their job and 
organization. Organizational Climate appears to strongly 
influence job dissatisfaction among civil servants. 
Study conducted by Nolen-Hoeksana (1987) indicated that 
depressed women tried to overcome their depression by involving 
in talks and crying. In this way women adopt catharsis, 
whereas, man responds differently as they involved in physical 
activities and avoid thinking about the causes of depression. 
The extrinsic rewards including recognition, compensation 
and promotion seems to feed the sense of self worth and exert 
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power to pull away from family. The rewards of home and family 
on the other hand are intrinsic and their significance is not 
realized. A healthy family- work interface is critical for the entire 
individual, the family, and the society as a whole. So stress at 
the interface may disturb the whole equilibrium. 
Women in the family as well as on the job are more 
susceptible to stress but women who are in the jobs are more 
vulnerable to role conflict between work and the family. Pearlin 
(1975) reported that working and non-working women do not 
differ significantly in terms of experiencing stress. The Working 
women, however, showed greater role-conflicts than men. The 
more the job conflict with their familial roles, the more likely 
women are found more stressed. When a person carries over the 
work stress, his/her family makes him/her more vulnerable and 
rather complexed. Therefore, the stress at work or family may 
not be isolated. Irrespective of the sources of stress both the 
aspects of life are concurrently affected, sometimes with a 
development of negative stress cycle whereby a problem in other 
domain which seems to be subsequently added in the original 
domain which compounds that individual's initial problem 
(Palmer, 1996). 
Burr (1973) reported that in what ways stress affects the 
family as a unit rather than individual exclusively and how it 
manifests in such dimensions of family functioning and its 
cohesiveness, levels of interaction or stability. 
Stress pertaining to social relations or at work place plays 
crucial role as far as development of psychological disorders are 
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concerned. The study conducted by Rabkin and Struening 
(1987) revealed that a relationship exists between depression 
and stressful situations and further the level of depression 
increases when a person experiences that his social life is 
damaging. Paykel (1985) reported that the damaged social 
relationships increase the suicidal tendencies and anxiety. 
An individual is constantly granted by the perception of 
success, needs, value, and motivation. Unfortunately, in the 
pursuit of success, family is neglected and taken for granted. 
Family infrastructure is now under severe strain. Hochschild 
(1997) notes that for many individuals home and office has now 
changed places. Individual finds no time for family members, 
but at work may relax and socialize. She writes "In his new 
model of family - life, a tired individual flees the world of 
unresolved laundry at home for the reliable orderliness, 
harmony and managed cheer of work". 
1.3 Physical Health 
People working in the organization at different positions in 
various capacities strive to achieve the put forth goals of the 
organization and in the process they inevitably experience stress 
therefore the management should take utmost care to provide 
reasonable comfort at work in order to maintain the physical as 
well as mental health of employees because they are exposed to 
various stressful situations of mild as well as severe nature, if 
not resolved and overcome to an extent would adversely affect 
their physical health too. Employee's constant exposure to 
uncopable working conditions have long term impact on their 
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well being but the question is how far the employees may be 
possibly kept physically sound should be the responsibility of 
the management to do so. Now, we live in an industrial era 
where people are associated with the productivity institutions to 
fulfill their needs in particular and giving supportive strength in 
enhancing the economy of a country in general. From this point 
of view health of the employees becomes much more important 
for all the human pursuits toward his own self and in the service 
of the society of which he is a member. Researches conducted on 
stress evidently reveal that there is linkage between different 
forms of stressors and personal health (Keicolt-Glaser and 
Glaser, 1992). Health experts estimated that stress plays 
invariably significant role in 50 to 70 per cent of all kinds of 
physical illness (Freese, 1985). On the basis of available 
research literature we have observed that there are growing 
evidence suggesting that stressors produce harmful effects by 
draining our resources and keeping us off balance 
physiologically. Stress also upsets our complex internal 
chemistry and more often it hampers the efficient operation of 
our immune system, it means our body becomes more 
susceptible and weakens the mechanism through which our 
organisms recognize and destroy the potentially harmful 
substances and intruders - bacteria, viruses, and cancerous 
cells. The outer substance that enters in our bodies is known as 
antigens. When they then certain types of white blood cells 
(lymphocytes) begin to multiply and attack the antigens that 
often destroy them by engulfing and other white blood cells 
produce antibodies, chemical substances that combine with 
48 
antigens and so neutralize them. While functioning normally, 
the immune system plays vital role and each day it removes or 
destroys many potential threats to our organism facing day-to-
day health problems of mild or severe nature. When individual 
are experiencing prolonged exposure to stress might disrupt this 
system and put the life of human being at jeopardy. 
Investigators attempted to find out the effect of stress on animal 
and human subjects suggest that a variety of stressor including 
disruptions in interpersonal relationships, loneliness, academic 
pressure, daily hassles and the lack of social support can 
interfere with our immune systems (Cohen et.al.. 1992; Miller 
et.al., 1999). 
In the light of research literature reviewed it has been 
observed that in real life situations those persons who are 
divorced or separated from their spouses often experience 
reduced functioning in certain aspects of their immune system 
in compeirison to those individuals who are happily married 
(Kiecolt-Glaser et.al., 1987, 1988). Additionally, some research 
evidence suggests that the effects of stress on the immune 
system may be less potent for those people who have effective 
ways of dealing with their stressors in comparison to those who 
do not. Some research shows that optimism, regular exercise, 
and feeling of control over stressful events are associated with 
reduced suppression of the immune system under stress (Taylor, 
1999). 
Psychologists once believed that stress actually improves 
performance on a wide range of tasks. They held that the 
relationship between stress and task performance takes the form 
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of an upside- down U, at first, performance improves as stress 
increases, presumably because the stress is arousing or 
energizing but if reaches beyond some point, though, stress 
becomes distracting, and performance actually drops. We agree 
that one individual differs from other within a certain range so 
some people seem to be disease prone and they may suffer ill 
effects from even mild levels of stress. Other people sometimes 
referred to as self-healer, are able to function effectively even in 
the face of intense ongoing stress (Friedman et.al., 1994). People 
differ because of their optimistic and pessimistic behavior. 
Optimists are those who see the glass as half full; pessimists are 
those who see the glass as half empty. There is supportive 
evidence which indicates that the optimistic individuals have 
general expectancies for good outcomes (Scheier et.al., 1988)-are 
much more stress resistant than pessimists-people who have 
general expectancies for poor outcomes. Research findings seem 
to indicate that this resistance stems from beneficial changes 
that occur in their immune system. For example in one recent 
study, Seyerstrom and her colleagues (1998) examined the 
effects of optimism on mood and immune changes among law 
students in their first semester of study. The results showed that 
optimism was associated with better mood, higher number of 
helper T-cells (involved in immune reactions to infections), and 
higher natural killer cell activity (thought to be important in 
fighting viral infections and some types of cancers). Briefly, 
optimists and pessimists seem to adopt different tactics to cope 
with stress (Scheier et .al , 1992). Optimists usually adopt to 
cope with stressful situations by making and enacting specific 
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plans for dealing sources of stress. They also seek to obtain 
social support in the forms of advice and help of others (Carver 
et.al., 1993). In contrast, pessimists tend to adopt different 
strategies, such as giving up the goals with which stress is 
interfering or denying that the stress exists (Scheier et.al., 1986). 
The results show that the former strategies are found to be more 
often effective than the latter, although flexibility seems to be the 
key problem focused on coping found to be associated with 
positive outcomes when the source of the stress is under the 
control of a person but with poorer outcomes when it is not (Lester 
et.al., 1994). 
Whenever a person is under stress, the immediate reaction 
of his body is the changes in physiological functioning of the 
various vital organs of the body such as changes in systolic and 
diastolic blood pressure, heart rate, breathing rhythm, 
perspiration, dryness of the mucous membrane and stress may 
be misinterpreted by the person as symptoms of physical illness. 
A survey of research studies carried out in the field of 
organizational and industrial psychology, as in other social 
sciences have shown that continued presence of stressors can 
cause various physical disorders. In stressful situation 
adrenocorticotropic hormone (ACTH) is secreted into the blood 
stream by certain cell in the pituitary gland but in any way the 
activity of ACTH is controlled by hypothalamus. Stressors are 
able to activate the nerve cells of the hypothalamus so that more 
corticotrophin releasing factor is sent to the pituitary gland, thus 
increasing secretion of ACTH into blood stimulates the cortex of 
adrenal glands so that Cortisol is secreted into the blood stream. 
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It means presence of high level of Cortisol can in the long run 
seriously weakens the body's defense to various types of 
infections. Due to the action of Cortisol, a person may no longer 
be able to ward off infection, may become sick more often, and 
may die over a period. 
Researches have shown that stress is a major source of 
physical disorders, DSM-IV emphasizes the role of psychological 
factors in all kinds of illness. People experiencing chronic stress 
are more vulnerable to disorders such as heart disease, ulcer, 
diabetes, skin disorders, asthma, high blood pressure, etc. 
It is important to mention that emotional reactions are 
always expressed through our bodily organs. The genitourinary 
system is one of the commonest sites for much somatic 
manifestations of emotional disturbances. Psychosexual 
maladjustment such as hysteria, amenorrhea are another 
common manifestation of such disturbances. Chaudhuri (1979) 
studied patients who complained of amenorrhea (loss of 
periodicity in convulsions) and found that psychic stress such as 
over work, anxiety, change in dwelling or occupation and 
confinement are found to be most potent factors responsible for 
such type of disorders. 
Researches revealed that health is highly correlated with 
social class. The working class people are much affected and 
become ill as compared to middle class people. The most 
commonly found illness among working class people are heart 
disease, pneumonia, cancer, respiratory problems, ulcers, skin 
problems and so on. The major cause of their worse health 
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problems may be attributed to over- crowded living place, 
malnutrition, hazardous working conditions etc. (General 
Household Survey, 1980). It is often seen that susceptibility to 
illness is relatively low among middle class people because they 
are more conscious in availing the medical facilities, and they 
take more preventive measures through timely vaccination and 
medical examination (Black, 1980). Work overload plays an 
important role. Managers, who stay longer at work place, receive 
more phone calls, visitors and hold frequent meetings have been 
found to smoke and drink more to avoid their stress. When they 
are overload due to higher job demands, their cholesterol level 
and blood pressure are increased and in result of it they are 
more prone to develop heart problems (Cooper and Marshall, 
1978). 
Employees usually come under stress when they feel that 
they can not enjoy freedom to act in their own desired ways. 
Lesser or no participation in decision making has also has its 
adverse effect on their health. Some studies were conducted to 
find out the difference, if any between those groups of employees 
who have been given high and low autonomy. The result of the 
study revealed that employees with low autonomy were suffering 
from high blood pressure and other physiological problem 
(Steptoe and Appels, 1990). Some researchers reported that 
managers and supervisors who owe more susceptibility suffer 
from high blood pressure and high cholesterol levels because in 
rendering their responsibilities they experience extra tension and 
worries (French and Caplan, 1970). 
One of the most common observed and fatal resultants of 
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Occupational Stress stressors are the coronary heart disease. 
Growing body of evidence indicate that perhaps one half of all 
cardiac deaths result not from blockage of coronary of coronary 
arteries, as it is the case of heart attack, but from the condition 
known as "sudden cardiac death", in which death is believed to 
result from sudden and serious cardiac rhythm disturbances. In 
organizational set up the study on the relationship between 
stresses and people's job. Caplan (1971) initiated life and 
coronary heart disease (CHD). Further, extensive studies were 
done to ascertain the relationship between the two in the context 
of some other variables such as personality type, social support, 
work motivation, etc. (French and Caplan, 1972; House, 1972 
Sherom et al; 1973; Caplan et.al., 1975; House et.al., 1976 
Eden et.al., 1977; Kaufman and Beehr, 1989; Levy, 1989 
Jampel, 1990). The findings of these studies were found show 
positive relationship between severe occupational stress and risk 
for CHD. It was also observed by some investigators that the 
relationship between stress and risks for CHD is moderated by 
personality type, work motivation of the focal person, and the 
social support perceived by him while in the situation of stress. 
In a study, Srivastava (1997) reported that job stress was 
significantly associated with psychosomatic health complaints 
and pathogenic health habits. In another study conducted by 
Indian researchers obtained positive relationship between job 
stressors and physical stresses among police personnel (Pillai, 
1987; Ramachandran, 1989). 
Findings of the research conducted on stress clearly 
indicate that in most of the cases it play a causative role in 
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peptic ulcers (Wolf and Wolf, 1947; Weiss,; 1'984), asthma 
(Bussue, 1990; Cluss and Fireman, 19^§;- Eiser, 1985), 
headaches (Andrasik, Blake and M.cCarran, 1986;. Gannon 
et.al., 1987; Kohler, 1990), rheumatoid arthritis (Arderson and 
others, 1985), skin disorders such hines, eczema and psoriosis 
(Grossbart, 1982), diabetes (Goetsch, 1989; Gender Fredrick 
et.al. 1990) and cancer (Haney, 1977; Kox, 1978; Selye, 1979 
and Kissen, 1969). 
The relationships between psychological factors and 
physical diseases is not new. Psychosomatic medicine goes back 
to ancient times. In 200 AD the Greek philosopher and 
physician Galen estimated that about 60% of his patient's 
symptoms were derived from emotion rather than organic. 
Thomas Sydanhan and William Harvey emphasized the 
role of psychological factors in physical disorder in 17th century. 
The physiological approaches attribute particular psycho-
physiological disorders to specific weakness of over - activity of 
an individual's organ systems in responding to stress. The major 
explanations forwarded focus on somatic weakness and specific 
reaction. According to the somatic weakness theory, the 
connotation between stress and a particular psycho-
physiological disorder is the weakness in the bodily organ. A 
large number of possible factors like genetic predispositions, 
earlier illness, diet may disrupt a particular system, which may 
then become weak and vulnerable to stress and responsible for 
psycho - somatic disorders. The specific reaction theory assumes 
that individuals respond to stress in their own idiosyncratic way 
(Lacey, 1967) and the body symptom that is the most responsive 
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may become vulnerable to subsequent psycho-physiological 
disorders. Someone reacting to stress with considerable 
secretion of stomach and may be more vulnerable to ulcers 
(Stang 1989) and someone reacting to stress with blood pressure 
elevation may become susceptible to essential hypertension 
(Friedman and Iwai, 1976). Later researches conducted by 
various investigators reveals that stress is a major cause to 
aggravate almost all kinds of physical disorders. It has also been 
reported that stress can play significant role to cause peptic 
ulcers. 
The studies also revealed that cancer has been found to be 
associated with stress. In Western countries, about 75 percent of 
lung cancer is attributed to smoking. It is also true to some the 
extent the organizational stressors are found to increase 
smoking behavior. So in result it is likely to increase lung cancer 
and other tobacco related cancers such as bladder cancer, 
stomach cancer, and cancer of the mouth, throat and lungs. 
Research literature on stress and cancer provides ample 
evidence suggesting that stressful events are associated with 
appearance of a variety of cancers, including breast cancer, 
uterine cancer, and lung cancer (Tache et.al., 1979; Cooper, 
1984). Stress also appears to have a direct effect on decreasing 
immune response, which might otherwise control a small cancer 
(McUeland, 1985). 
Ageing itself becomes significant factor that invites various 
types of diseases with growing age because older people develop 
more susceptibility to frequent illness. As reported by Ellison 
(1969) that socially detached persons and those individuals who 
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think that they have lost their health and worth, show less 
willingness to live. Despite having pressure of family plus work, 
women with jobs are mostly maintaining better health (Rodin 
and Ikonicks, 1990), though partly because only those who are 
well enough go to work. It also depends upon the nature of job, 
highly educated women in good jobs have fewer chronic illness 
and live longer, while women in clerical jobs have a high rate of 
heart attacks (Haw, 1982), and women at work who have young 
children at home are under more stress. It has also been 
observed that the working class people representing lower 
middle class have more complaints of ill health because it is 
assumed that they have worse housing, food and other 
conditions of life, together with more dangerous work and 
certain occupational diseases. One of the reasons for these class 
differences is that new ideas, such as keeping fit and having a 
proper diet, start among better educated and informed people, 
and filter through to the others later, as fashions in clothes did 
once. It may also be due to the unemployment and those doing 
unsatisfying jobs and living bad areas, simply seek whatever 
sources of gratification are most easily obtained (Argyle, 1992). 
In one famous study in California Berkman and Syme 
(1979) followed up 6900 people over 9 years found massive 
differences in the mortality rate of those who initially had strong 
or weak supportive social networks. It can be seen that for men 
in their 50s, of those with the weakest networks 30.8% had died, 
compared with 9.6% for those with the strongest networks. 
There are various studies concerning stress on health and a 
meta-analysis has been carried out showed that 55 such 
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studies, involving altogether 32,739 people (Schwarzer and 
Leppin, 1989). This analysis showed the overall effect of social 
support by family and friends, emotional support and they are 
more under stress. Other studies have found that social support 
gives healing touch in those who lost their jobs. Some studies 
especially reported intimate relationships have found 'buffering 
effects, i.e., social support has an effect only when there is 
stress, but other studies especially of networks of friends have 
found a main effect which operated whether there is stress or 
not (Cohen and McKay, 1984). 
Srivastava (2001) studied moderating effect of certain 
personality traits on the relationship of occupational stress and 
job behavior - job satisfaction, performance, and absenteeism 
concerning to the physical health in a sample of 300 technical 
supervisors. The results of the study reveals that employees 
occupational stress negatively correlates with their job 
satisfaction and physical health but not with their performance 
and rate of absenteeism at work. The study also notes that 
personality traits like emotional stability, independence, and 
practicality markedly attenuate the adverse effect of 
occupational stress on employees. So we can say that a sound 
physical health is the first and the most important requisite for 
the performance of one's duties in his life. The Latin saying 
"Mens Sana in Corpore Sano", meaning a sound mind in a 
sound body, also emphasizes the importance of sound physical 
and mental health for maximum functioning of every man. These 
two saying from two of the world's classical languages suggest 
that fromi the remote part, man in the advanced societies, has 
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realized the importance of good health towards his progress 
individually, towards the performance of his duties to his family 
and towards the fulfillment of his obligations to the society in 
which he lives. In an industrial society, his efficiency adds to the 
productivity of his institution to which he belongs, thus adding 
to the economy of his country. Thus, health is not the end, but 
only a means for all important human pursuits towards his own 
self and in the service of the society of which he is an integral 
part. 
1.4 Organizational culture 
The human resource associated with the organization in 
today's competitive world are undoubtedly well knowledged, 
educated and talented people but finding and retaining best 
persons ait various positions in the organizations are essentially 
needed to get success in achieving the organizational goals is a 
big challenge for management people in this changing world 
scenario. When we look our problems from this perspective it 
becomes clear that every individual is an important asset for 
growth and development of an organization. Despite incurring 
enormous cost associated with turnover the organization has to 
evolve comprehensive strategy to safeguard their human 
resources. Attracting and retaining talent is integral to business 
success and survival but certain questions arises how to combat 
such problems. This is not so simple to solve just by paying 
higher salaries and more perks to incumbents. The management 
in due course of time has to give a desirable shape by creating 
work environment where people may show their eagerness to 
sustain others to join. It is a big challenge to create a culture of 
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choice (Herzberg Consulting Group, 2002). However, it requires 
farsightedness and great endeavor on the part of management 
people in creating congenial work culture. As we know 'culture' 
is the operating system of an organization. It is the living, 
dynamic interplay of all of the shared beliefs, values, norms and 
practices that are operating both consciously and unconsciously 
within an organization. Culture guides what people consider 
important and how they think, act, feel and work. 
As described by Herzberg Consulting Group (2002) the 
organizational culture is the personality of the organization 
which is comprised of the assumption, values, norms and 
tangible signs (artifacts) of organizations of a member and their 
behaviors. The members of an organization may sense the 
prevailing culture with which they are associated. Culture is one 
of those terms that is difficult to express distinctly but every one 
knows when they sense it. In fact certain aspects of 
organizational culture are not directly perceptible, but 
nonetheless they derive and are reflected in the action taken by 
an organization. Unless these beliefs and attitudes are surfaced 
and addressed, they can allow well intentioned people too 
inadvertently undermine the continued success of the 
organization. Instinctive and reflexive responses to events and 
challenges may actually sabotage organizational progress. The 
basis of organization's culture is the assumptions, values and 
operating procedures of the founders, the qualities and 
characteristics of the people who joins the organizations. 
It needs to be made clear that culture is not the espoused 
list of values at an offsite by the executive team and framed on 
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the wall in our lobby. These are ideals. What we strive to be as 
member of an organization and what values we hope to endorse, 
may be quite different from those values, beliefs and norms 
expressed in our actual practices and behaviour. The culture of 
an organization seems to operate at conscious and unconscious 
levels both. People often see our culture more clearly from the 
outside - the new hires, the consultants or vendors are given 
coaching by senior management persons who remember that the 
culture comprises deeply rooted more often unconscious beliefs, 
values and norms shared by the members of the organization. 
But those individuals not living inside the culture can often see 
it more objectively. It is fact that the culture undoubtedly derives 
the organization and its actions. It means the culture is 
somewhat like 'the operating system' of the organization. It 
guides how employees thinks, acts and feel. It is dynamic and it 
can never be static. The culture that prevails in any organization 
may be effective at one time under a given set of circumstances 
and ineffective at another time. Since it is created in a planned 
way in order to achieve the organization objective. But the origin 
is not genetically determined rather it is created which may be a 
good or bad and it is however, viewed at several level. Some 
aspects of culture may be visible and tangible and others are 
intangible and unconscious. Basic assumptions that guide the 
organization are deeply rooted and often taken for granted. 
Avoidance of conflict may be a value for the organizations and it 
is a best example of unconscious norms which have a major 
influence on the organization but is frequently unconscious 
outsiders cannot see particularly if the individual has grown up 
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in the organizational culture (Herzberg, 2002). 
The most important consideration before every 
organization is to appreciate its existing culture and constantly 
modify it to respond to its internal and external challenges. The 
element of a culture that may have been effective and essential 
at one time could become the very elements of culture which 
may be ineffective and unsupportive at another. Successful 
organizations are constantly responding to change business 
events that demand adaptation and propel cultural changes that 
includes attracting and retaining talent, mergers, acquisition, 
joint ventures and alliances, new technologies, products or 
services, executive turnover, successful planning, organizational 
renewal, managing growth and globalization. Culture cannot be 
ignored and assumed it will take care of itself as companies 
grow, culture becomes more bureaucratic, more inwardly 
focused, more practical, more impersonal, less focused on the 
entrepreneurial leader, more stressful, less fulfilling. 
Edgar Schein (1985) who is probably most closely 
associated with the study of organizational culture as he defines 
it in terms of a pattern of basic assumptions - invented, 
discovered or developed by a given group as it learn to cope with 
its problems of external adaptation and internal integration- that 
has worked well enough to be considered valuable and therefore 
to be taught new members as the correct way to perceive think 
and feel in relation to those problems. 
Joane Martin (1992) emphasizes the differing perspectives 
of cultures in organizations. She describes that 'as individuals 
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come into contact with the organizations, they come into contact 
with dress norms, stories people tell about what goes on, the 
organization's formal rules and procedures, its formal codes of 
behavior, rituals, tasks, pay systems, jargon and jokes only 
understood by insiders, and so on. These elements are some of 
the manifestations of organizational culture. When cultural 
members interpret the meanings of these manifestations, their 
perceptions, memories, beliefs, experiences and values will vary, 
so interpretations will differ- even for the same phenomena. The 
pattern or configuration of these interpretations and the ways 
they are enacted constitute culture. 
The description of organizational culture is not so simple 
rather it is more complex. Though, there are a number of 
complexities and disagreements as associated with the 
conceptualization of organizational culture. The definition 
proposed emphasizes the importance of shared norms and 
values that are the basis to guide the organizational participant's 
behavior. It is quite evident that they not only taught cultural 
values to newcomers, but it is essentially recognized to seek out 
and want to learn about their organization's culture. 
There are certain important characteristics of 
organizational culture on which researchers are agreed, that 
includes the following: 
Observed Behavior Regularities: When employees working 
in the organizations, interacting with one another, they use 
common language, terminology, and rituals related to defense 
and demeanor. 
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Norms: Standards of behavior also exists in the 
organization in the form of guidelines regarding how much work 
one has to do, and a norm to follow in many organizations to 
come down to " Do not do too much, do not do little". 
Dominant Values: there are major values that the 
organization advocates and expects the participants to share. 
Typical examples are high product, low absenteeism, and high 
efficiency. 
Philosophy: there are policies that set forth the 
organization's belief about how employees and / or customers 
are to be treated. 
Rules: there are strict guidelines related to getting along in 
the organization. Newcomers must learn those 'ropes' in order to 
be accepted as full fledged members of the group. 
Organizational Climate: this is an overall feeling that is 
conveyed by the physical layout, the way participants interact, 
and the way members of the organization conduct themselves 
with customers or other outsiders. 
Each of these characteristics has controversies that 
surround it but there are varying degrees of research support 
too. For example, there is controversy in the academic literature 
over the similarities and differences between organizational 
culture and organizational climate. 
According to Duncan Mitchell "culture in its broadest 
definition, refers to that part of the total repertoire of human 
action (and its products), which is socially opposed to genetically 
transmitted". So Nicollo Machiavelli has said, "it must be 
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considered that there is nothing more difficult to carry out, not 
more doubtful to success, nor more dangerous to handle, than 
to initiate a new order of things". 
Schein (1985) in his pioneering work defines culture as a 
set of fundamental "assumptions" and "beliefs" about reality that 
are shared by a group of individuals and are working towards a 
common purpose. 
Robbins (1994) describes the fact that there are ten 
primary characteristics of culture- member identity, group 
emphasis, people focus, unit integration, control risk tolerance, 
reward criteria, conflict tolerance, means - end orientation and 
open system. 
Kroeber and Kluckhon (1963) on the basis of numerous 
definitions of culture as given by different investigators in their 
classic content analysis presented a comprehensive definition of 
culture that are embodied in most of the implications inherent in 
the various definitions. 
"Culture consists of patterns, explicit and implicit of and 
for behavior, acquired and transmitted by symbols, constitute 
the distinctive achievement of human groups, including their 
embodiments of artifacts, the essential core of culture consists of 
traditional (i.e., historically derived and selected) ideas and 
especially their attached values, culture systems may, on one 
hand, be considered as products of actions, on the other hand 
as conditioning elements of further action". 
The concept of culture, especially within pluralistic 
societies has come recently to include an additional component 
65 
that recognizes the extent to which groups of people sharing 
some characteristics may be viewed by others as members of a 
group. The identity of members of a group is often influenced by 
both the assumptions of outer society and by the group 
member's chosen or compulsory association with each other and 
the actions and goals that are collectively undertaken. Culture 
exists only in the minds of individuals as a construction derived 
from individual's processes of meaning-making about the 
condition and structure of the world they line-in. Although 
cultural elements, as extended by the human beings that 
include laws, customs, belief systems that are relevant to the 
meaning making of individual is seen as so highly variable as to 
make it reasonable to conclude that every individual is a part of 
his or her own 'culture'. Although this view represents perhaps 
the most radical form of relativism, it is also one that is 
endorsed by the people who dismiss the importance of culture in 
shaping human behaviour because they believe that all human 
beings are essentially the same "under the skin". 
There may be powerful shaping effects of culture and it is 
influenced a function by technological developments, natural 
disaster, environmental and political changes or revolution. 
Herkovitz (1955) explanation of culture emphasizes that it is a 
human made part of the environment. Culture existing in and 
around the work place certainly affects the working and 
behaviour of the employees. Culture according to some (White, 
1948) determines everything that people do, feel and think. 
Culture can help reduce complexity and uncertainty. It provides 
a consistency in outlook and values, and make possible the 
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processes of decision making, co-ordination and control 
(Gorman, 1987) culture is clearly an important ingredient of 
effective organizational performance. As Egan has refers to 
culture as the largest organizational control system. 
Human behavior, therefore, is determined by culture. 
Work culture is the totality of various levels of interacting factors 
around a focal concern for work (Sinha, 1990). There are two 
major sources of cultural inferences: First, the characteristic of 
the socio-cultural, which affect work related attitudes and 
behaviour of all employees. Secondly, the management's 
assumptions about their employees and their behavioral style 
that directly contributes to the development of the organization's 
internal v/ork culture. 
The way the organization functions is affected not only by 
the power of managers but also by underlying cultural forces. 
The culture regulates the way in which organizational members 
build relations and exercise power. Organizational culture is a 
product of leadership styles, organizational policies, practices, 
systems, traditions, conventions etc. Over a period of time these 
aspects become a way of life in an organization. The sum total of 
all these components constitutes organization's culture (Bate, 
1984). 
The definition of culture as given by Taylor (1924) is the 
most systematic description which states that culture, "is that 
so complex as a whole which includes knowledge, belief, art, 
morals, laws, custom and other capabilities acquired by man as 
a member of society". Culture is abstract and is manifested in 
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behavior. Since culture must be inferred from observation of 
uniformities in observer, and use of language seems to be an 
integral part of a culture and it may be observed through our 
behavior patterns. 
From the sociological point of view, 'culture revolves the 
tension between the constraints arising from an ossified and 
antiquated social structure and the possibilities of the new era. 
The vision and the concepts as well as the human agents of 
renewal and transformation are generated shaped in the cultural 
domains (that is, in the realm of social consciousness) (Joshi, 
1989). 
As reported by Bettignies (1973) that cultural 
characteristics of people rooted in their history and family 
structure are manifested in their organizational behavior. He 
argued that the deeply rooted values influences organizational 
relationships in the forms of (a) strong sense of group or 
community, (b) a strong sense of Sve' versus 'they', (c) strong 
sense of obligation and gratitude, (d) an underlying emotionality 
and excitability which is controlled by a somewhat combine 
attention to details, plans and rules, (e) a willingness to work 
and to preserve towards long- range goals, (f) a total devotion to 
the boss, (g) an emphasis on self effacement and a tendency to 
attribute responsibilities to others rather than taking 
responsibility for one's own actions, and (h) a strong belief that 
competence comes automatically with seniority. 
There may be various kinds of culture which might be 
involved together in any social interaction. Every culture 
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includes a tremendous amount of knowledge about the physical 
and social world. Such knowledge is carefully taught to each 
generation and in addition to the knowledge of physical world, 
every society has in its culture have many idea about its own 
social organization and how its works. In this respect, cultural 
ideas about social life appear to be similar to cultural ideas 
about the physical world. Beliefs are essential elements of a 
culture and they are often mixed together in the same concrete 
acts, and develop a common way to behave in a situation where 
people are working/living in groups. The signs are also 
considered important element or class of elements in culture. 
Signs include signals and symbols. "A signal indicates the 
existence- past, present or future- of a future..." (Langer, 1942). 
Any object or aspects of objects that is involved in stabilized 
social relationships may acquire a cultural symbolic meaning for 
the interacting participants. Put in simple terms, this means 
that (i) any object may arouse conceptions and feelings 
associated with other objects or repeated acts involved in the 
same interaction complex, and (ii) some of the symbolic meaning 
of objects may well become cultural (shared), since the objects are 
involved in a complex of interaction in which the participants, or 
some of them have repeated experiences together and are 
constantly communicating thoughts and feelings. 
Koteshwrar et.al. (2001) investigated the differences in 
perceived organizational culture of executives working in 
Government and Private Sectors. The findings of their study 
show that the perceived organizational culture of the private 
sector is stronger than the government sector. The study of 
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Bhatnagar et.al. (1998) also confirms the same findings that 
there is difference between private and public sector's culture. 
Sandhu et.al. (1998) identified the relationship between 
type of work culture and stress- strain of 52 mangers of Maruti 
Udyog Ltd. Result showed that the Soft Work Culture group 
experiences significantly more stress and strain in comparison 
to Synergetic Work Culture group. They were concluded that 
organizations should posses Synergetic Work Culture is not only 
good for productivity but also for the mental and physical well 
being of the individuals. 
Phillips (1994) explored the existence of industry culture 
by comparing broad based assumptions sets about two 
industries (fine arts museums and California wineries). Ninety 
six subjects from 12 organizations representing a cross section 
of these two industries were interviewed, substantial differences 
in conceptualizations of memberships, competitions, the origins 
of "truths", the purpose of work, and the current narrow focus in 
research on industry based cognitive constructs can be 
productively broadened to include a fuller range of culture 
elements and a wider range of industry participants. 
Quchi (1981) compared American and Japanese 
organizations and formed that they strongly controlled with 
respect to certain characteristics that, in this view, are crucial 
view for the effectiveness of organizations. The Japanese 
organizations are generally characterized by life time 
employment, slow evaluation and promotion, non-specialized 
career path, implicit control mechanism, collective decision 
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making, collective responsibility and a holistic concern for 
people, the American are generally characterized by the opposite 
attribute. In his extensive review of studies of Japanese 
organization, (Smith, 1984) concluded that the organization of 
work in Japan reflects the social structure of that society. A 
person's place of work is a major source of identity. Work 
organizations are structured in terms of various precise statuses 
of hierarchies but a person's position in the hierarchy is not so 
much a matter of possessions of certain attributes, but a matter 
of their membership of a particular team or category. The heavy 
culturist interpretation of Japanese management practices has, 
however, been disputed (Chand and Tyeb, 1983). For instance 
Japan so called life time employment was first identified for 
Western readers by Abegglen (1958) who regarded it as a near 
absolute moral commitment that was culturally inspired by the 
ideals of earlier feudal eras. 
On the other hand four basic elements to be essential to 
the stability of the vicious circle that characterized French 
organization. These are (a) the extent of the development of 
impersonal rules: (b) the unusual amount of centralization (c) 
the isolation of different strata and (d) the development of 
parallel power relationships. 
A study was conducted by Hofstede (1980) to find out the 
influence of culture on organizational structure. In his 
investigation into the work related attitudes and values of 
managers working in subsidiaries of a multinational company in 
39 countries, identified four cultural dimensions along which 
countries can be shown to differ. These dimensions are 'power 
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distance', uncertainty - avoidance, individualism / collectivism 
and masculinity / feminity. He argued that these cultural 
dimensions determined the way in which organization are 
structured and managed. 
'Pov/er distance' is conceptually related to 'concentration of 
authority' (centralization). It indicates the extent to which a 
society accepts that power in institutions and organizations is 
distributed unequally. This reflected just as much in the values 
of the less powerful members of the society as in the values of 
the more powerful ones. 
'Uncertainty avoidance' is related to 'structuring of 
activities' (formalization, specialization, standardization) and 
indicates the lack of tolerance in a society for uncertainty and 
ambiguit}^ This expresses itself in higher levels of anxiety and 
energy releases, greater need for formal rules and absolute truth 
and less tolerance for people for groups with deviant ideas 
behaviors. Some cultures represent high levels of activity and 
personal energy. The more active cultures tend to apply more 
specialization, formalization, and standardization in their 
organizations. They put a higher value on uniformity and are 
less tolerant of, and interested in, deviant ideas. They tend to 
avoid risky decisions. The less active cultures attach less 
importance to formal rules and specialization, are not interested 
in uniformity and are able to tolerate a large variety of different 
ideas. They more easily take risks in personal decisions. 
Individualism refers to a loosely knit social framework in 
society in which people are supposed to take care only of 
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themselves and their immediate families, collectivism is a one in 
which they expect their relatives, clan, or work organization to 
look after them. More collectivist societies call for greater 
emotional dependence of members on their organizations. In a 
society in equilibrium the organizations in t u rn a s sume a broad 
responsibility for their members. 
The predominant pat tern of socialization in almost all 
societies is for women to be more nur tur ing. Various da ta on the 
importance of work goals show near consistency among men 
scoring advancement and earnings as more important, women 
scored high on quality of life. With respect to work goals, some 
societies are nearer the masculinity end of the masculinity/ 
feminity dimensions, other nearer the feminity end. 
He made major contribution to the study of organizations 
within a culturist approach, did not empirically investigate the 
relationships between the four dimensions of work related values 
and at t i tudes and s t ructures of the organizations whose 
managers participated in the study. The relationships are 
conceptual and speculative. He arrived at his conclusions about 
the overw^helming influence of cultural factors on organizational 
s t ruc ture on the basis of these speculations ra ther than hard 
evidence. Fur ther research is needed to explore the extent of the 
accuracy of his speculations and conclusions (Tyeb, 1989). 
There are a number of ways in which to classify different 
types of organizational culture. For example, developing the idea 
as proposed by Harrison (1972) and Handy (1993) describes four 
main types of organizational culture - power culture, task 
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culture, role culture, and person culture. 
Power culture depends on a central power source with rays 
of influence from the central figure throughout the organization. 
A power culture is frequently found in small entrepreneurial 
organizations and relies on trust, empathy and personal 
communications for its effectiveness. Control is exercised from 
the center by the selection of key individuals. There are few rules 
and procedures and little bureaucracy. It is a political 
organization with decisions taken largely on the balance of 
influence. 
Role Culture is often stereotyped as a bureaucracy and 
works by logic and rationality. Role culture rests on the strength 
of strong organizational 'pillars' - the functions of specialists 
e.g., finance, purchasing and production. The work of, and 
interaction between, the pillars is controlled by procedures and 
rules and coordinated by the pediment of a small band of senior 
mangers. Role or job description is often more important than 
the individual and position power is the main source of power. 
Task Culture is job oriented or project oriented or project-
oriented. In the light of structure the task culture can be likened 
to a net, some strands of which are stronger than others and 
with much of the power and influence at the interstices. An 
example is the matrix organization. Task culture seeks to bring 
together the right resources and people and utilizes the unifying 
power of the group. Influence is widely spread and based more 
on expert power than on position or personal power. 
Person culture is where the individual is the central focus 
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and any structure exists to serve the individuals within it. When 
a group of people decide that it is in their own interests to band 
together to do their own thing and share office space, equipment 
or clerical assistance then the resulting organization would have 
a person culture. Examples are groups of barristers, architects, 
doctors or consultants. Although it is found in only a few 
organizations many individuals have a preference for person 
culture, for example university professors and specialists. 
Management hierarchies and control mechanisms are possible 
only by mutual consent. Individuals have almost complete 
autonomy and any influence over them is likely to be on the 
basis of personal power. 
Every organization will have its own unique culture and 
most large businesses are likely to be something of a mix of 
cultures with examples for each of the four types in varying 
areas of the organization. Different people enjoy working in 
different types of organization culture and they are more likely to 
be happy and satisfied at work if their attributes and 
personalities are consistent with the culture of that part of the 
organizational in which they are employed. 
It is now clear to us from fore-going explanation that for a 
congenial culture in today's competitive life, organizational 
internal environment is important for them because it has a 
sharp influence on their performance which obviously in- turn 
influences organizational effectiveness. So it is necessary to 
provide a conducive which is free for motivation for employees. 
As Petty et.al. (1995) examined the relationship between 
organizational culture and organizational performance. 832 
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employees from 12 firms of electric utility industry completed a 
survey. Results indicated that the measures of organizational 
culture were significantly related objective measure of 
performance. Also teamwork was found strongly associated with 
organizational performance. 
Sandhu et.al. (1998) studied the effect of the type of work 
culture upon the stress, strain and coping strategies of 
managers. Results show that the soft work culture group 
experiences significantly more stress and stain in comparison to 
synergetic work culture group and is significantly better in 
coping strategies in comparison to soft work culture group. 
Koteshwara et.al. (2001) investigated the differences in 
perceived organizational culture between executives working in 
the government and private sector. The findings of their study 
shows that the perceived organizational culture of the private 
sector. This study Bhatnagar and Bhandari's (1998) are also 
falling in the same line which confirms that there are differences 
between the perceived type of culture in government, private and 
public sectors. 
Payne and Pheysey's (1971) study on organizational 
climate refers to one of the dimensions of organizational culture 
and it is matter of fact that organizational climate which is 
determined by leadership behavior and organizational culture. It 
has already been mentioned above in the context of 
organizational culture, the leadership behavior will be presented 
as these are the key determinants of organizational culture. 
With greater international competition, and understanding 
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I . ^ - ^ ^ ^ ^ • ' • • • • 
of national culture has become of increasing importance foi^ ' 
managers. According to Siddall (1998) for example^ 'internat-ionAl 
business, the issue of culture and the need for better 
understanding have become major parts of organizational 
behavior', culture practices vary widely among different 
countries and because of our own values may be difficult to 
understand. 
Understanding of organizational culture has been a great 
concern for psychologists, management people since last two 
decades and attracted the attention because of its much 
relevance in the changing world environment. In order to achieve 
certain organizational objectives there is need to create congenial 
work environment so as the employees may feel good and enjoy 
their place of work. For every organization work is central so 
that the employees consciously or unconsciously expect 
constant encouragement, mutual respect, recognition and fair 
rewards that keeps their morale high and develops good sense 
about the goals to be achieved by inculcating work values in 
them. The employees experiencing friendliness, emotional share 
by way of more humane and democratic work environment so 
that it has emerged as one of the important concepts in the area 
of organization behavior and human resource management. By 
realizing its greater significance and globalization of business its 
importance was felt by the social science researchers of this area 
to evolve suitable strategies to enhance the employee's 
motivation, performance and making the work situation 
satisfactory, enjoyable especially where emerging of new 
challenges owing to widespread rapid changes taking place in 
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the ecoQomic and business environment. Now, every 
organization is in the grip of increasing global competitiveness, 
therefore, it is essential for management to look into the 
problems of human resource and create congenial work culture 
where employees may work efficiently and enjoy their work 
having the feeling of being at home while at work. 
1.5 Hypotheses 
When we plan a research it requires proper investigation to 
see the influence of independent variables on some dependent 
variables. It is not possible to arrive at a conclusive answer to 
the problem under investigation without formulating hypothesis 
because it is considered as most important instrument in 
research. As pointed out by Bachrach (1972) "a researcher 
observes an event, wonders about it, formulates tentative ideas 
about it, and sets out to test the accuracy of his ideas". The 
social science researches require utmost care because direct 
knowledge of a population parameter (s) is rare so hypothesis 
testing is often used as strategy to make the probing objective 
and precise in order to decide whether sampled data yielding 
support for the proposed hypothesis and it becomes the basis of 
making generalizations about the population from which the 
sample was drawn. Thus hypothesis testing is a vital tool in the 
hands of researcher because it enables him to make probability 
statement about the population parameters. It is quite apparent 
that the hypothesis can not be proved absolutely because in 
Social Science research we depend upon the sampled data so 
one may presume but it can not be truly hundred per-cent true 
representative of the population therefore the critical level of 
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confidence is set to reject/accept the hypothesis by employing 
scientific and statistical methods. On the basis of empirical test 
to verify probable existence of presumed relationship of the 
influence of variables under observation becomes more explicit 
and meaningful. Thus we may conclude that the hypothesis is 
the basis of a scientific research about what a researcher 
expects and wants to test his proposition statistically. 
The successfulness of banking services largely depend 
upon its employees because the work assigned are usually time 
bound so as the bank can make profit though the targets are 
achieved at the cost of human factor it means the employees 
seem to tiaxed more because during working hours they are often 
mentally and physically engaged in achieving the set forth 
targets for maximum profitability and liquidity as per led down 
banking rules and regulations to win the customers 
expectations. The banking services can not be customers 
oriented unless the Managers, Officers and Clerical Staff are 
actively involved in rendering their services so they owe greater 
responsibility are likely to experience different levels of job 
related stresses despite they are working under one roof enjoying 
power of varied nature to give guidelines to other employees 
working interrelatedly in the bank. 
The present research was primarily focussed upon 
different category of Employees working in the Nationalized 
Banks located in some districts of UP. Since Banks are the 
service providers to facilitate monetary transactions and an 
institution to provide safe deposits and withdrawals to the 
customers of all categories. The nature of job assigned to Bank 
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Employees is to deal with the financial transactions on day to 
day basis up to the levels of customers expectations. The nature 
of work are almost similar by assigning different responsibilities 
to employees to make the functioning of banking services 
effective and customer oriented. There are different categories of 
employees i.e., Managers, Officers and Clerks. The powers given 
to these categories of employee usually use in order to make the 
banking services integrated and reasonably satisfactory to 
customers taking the help of banking services in dealing with 
financial transactions. 
In the light of relevant research literature reviewed and 
keeping the objectives of present research in mind, it is 
imperative to mention that while carrying out any scientific 
investigation there is need to formulate hypotheses to draw 
meaningful inferences concerning to the population of interest. 
The present study was an attempt to find out the influence of 
Occupational Stress, Organizational Culture and certain 
demographic variables on employee's physical and mental 
health. The Occupational Stress, Organizational Culture and 
certain demographic variables are the independent variables 
whereas employee's mental and physical healths are the 
dependent variables. Taking the requirements of a scientific 
research the following hypotheses to be verified: 
HOi Managers and Officers should not differ in terms of 
Occupational Stress. 
HO2 Clerks and Managers should not differ in terms of 
Occupational Stress. 
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HOs Officers and Clerks should not differ in terms of 
Occupational Stress. 
HO4 Meinagers and Officers should not differ in perceiving 
their Organizational Culture. 
HO5 Clerks and Managers should not perceive their 
Organizational Culture differently. 
HOe Officers and Clerks should not perceive their 
Organizational Culture differently. 
HO7 Managers and Officers would not differ in terms of Mental 
Health. 
HOs Managers and Clerks should not differ in terms of Mental 
Health. 
HO9 Oflicers and Clerks should not differ in terms of Mental Health. 
HO 10 Managers and Officers should not differ in terms of their 
Physical Stress Symptoms, 
HO 11 Managers and Clerks should not differ in terms of their 
Physical Stress Symptoms. 
HO12 Officers and Clerks should not differ in terms of their 
Physical Stress Symptoms. 
HO 13 Managers and Officers should be equal in terms of their 
Psychological Stress Symptoms. 
HO 14 Managers and Clerks should not differ in terms of their 
Psychological Stress Symptoms. 
HO 15 Officers and Clerks should not differ in terms of their 
Psychological Stress Symptoms. 
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HO 16 Managers and Officers should not differ in terms of their 
Social Relational Stress Symptoms. 
HO 17 Managers and Clerks should not differ in terms of their 
Social Relational Stress Symptoms. 
HO 18 Officers and Clerks should not differ in terms of their 
Social Relational Stress Symptoms. 
H0i9 The High and Low Occupational Stress Group should not 
differ in terms of Organizational Culture. 
HO20 The High and Low Occupational Stress Group should not 
differ in terms of Mental Health. 
HO21 The High and Low Occupational Stress Group should not 
differ in terms of Physical Stress Symptoms. 
HO22 The High and Low Occupational Stress Group should not 
differ in terms Of Psychological Stress Symptoms. 
HO23 The High and Low Occupational Stress Group should not 
differ in terms of Social Relational Stress Symptoms. 
HO24 Male and Female bank employees will not differ in terms of 
Occupational Stress. 
HO25 Male and Female bank employees will not differ in terms 
of Organizational Culture. 
HO26 Male and Female bank employees will not differ in their 
terms of Mental Health. 
HO27 Male and Female bank employees will not differ in terms 
of their Physical Stress Symptoms. 
HO28 Male and Female bank employees will not differ in terms 
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of their Psychological Stress Symptoms. 
HO29 Male and Female bank employees will not differ in terms 
of their Social Relational Stress Symptoms. 
HO30 Younger and Older bank employees will not differ in terms 
of their Occupational Stress. 
HOsi Younger and Older group of bank employees will not 
differ in terms of their Organizational Culture. 
HO32 Younger and Older bank employees will not differ in terms 
of their Mental Health. 
HO33 Younger and Older bank employees will not differ in 
terms of their Physical Stress Symptoms. 
HO34 Younger and Older bank employees will not differ in 
terms of their Psychological Stress Symptoms. 
HO35 Younger and Older bank employees will not differ in 
terms of their Social Relational Stress Symptoms. 
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METHODOLOGY 
Chapter - 2 
Methodology 
The aim of scientific investigator is to pursue research 
in a well planned and objective manner. From this 
explanation it becomes quite clear that research is a 
systematic activity directed towards discovery and 
development of an organized body of knowledge. A scientific 
research is bound up with its purpose where an 
investigator attempts to probe the influence of independent 
variables on dependent variables through the application 
of scientific procedures. The social science researchers 
must be careful in research planning by taking into 
consideration various important steps that are essentially 
required to make research investigation more objective to 
draw meaningful conclusions, so every researcher has to 
make all possible efforts in its procedure to utilize adequate 
sampling technique, selecting standardized tools, employing 
appropriate procedure for collecting data and analyzing the 
obtained data by means of most suitable statistical tests. The 
aforesaid necessary steps are to be followed while planning 
a scientific study in Psychology for the purpose of prediction 
and drawing more meaningful conclusions to add something 
new in the existing body of knowledge. 
Selltiz et.al. (1962) pointed out that "research 
design is the arrangement of conditions for collecting and 
analyzing the data in a manner that aims to combine relevance 
to the research purpose with economy in procedure". Edwards 
(1968) stated that "in research we do not haphazardly make 
observation of any or all kinds, but rather our attention is 
directed towards those observations that we believe to be 
relevant to the question we have previously formulated. The 
objective of research, as recognized by all sciences is to use 
observation as basis of assuring questions of interest". 
The present study was planned to see the The Effects of 
Occupational Stress, Organizational Culture and certain 
Demographic Variables on Employee's Physical and Mental 
Health. 
The present investigator took all the necessary 
requirements of a scientific research to complete this small 
piece of research work. The details of methodological 
procedure are as under: 
2.1 Sample 
It has always been difficult or rather impossible task for 
a Social Science researchers to cover the entire population for 
the purpose of study hence, sample from a population is 
used. A sample is a small group of individuals of population 
or universe representing the characteristics of the population 
or universe of which it is a part. Mohsin (1984) defines, a 
sample is a small part of total existing events, objects or the 
information". According to Kerlinger (1983), "a sample is a 
portion of population or universe as to be representative of 
that population or universe". Fisher (1950) emphasized that a 
large sample to be preferred over the smaller one. The 
importance of sample size varies in accordance with nature of 
the problem and the purpose of the investigation. Thus, 
sampling is a process of selecting a small group of individuals 
from the population of interest assuming that the sample 
possesses almost all the characteristics of the population from 
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which it h a s been drawn. Random sampling technique was 
used to select the small group of Bank Employees for the 
present research work. In this technique every individual h a s 
the equal opportunity of being selected in the sample. For the 
present research investigation, the sample was randomly 
drawn from the nationalized banks in the distr icts of Aligarh 
and Mathura . The research topic of p resen t s tudy warranted to 
select the samples from amongst the population entrusted with 
certain work assignments and responsibilities to different category of 
Bank Employees, therefore, the study was conducted on Managers, 
Officers and Clerical Staff working in nationalized banks located in 
Aligarh and Mathura. The respondents were contacted individually 
and were told about the purpose of this small piece of research 
work. The investigator assured them the confidentiality of their 
informaition will be used only for academic purpose. The break-ups 
and chfiracteristics of the Sample are as under: 
Table 2.1 
Sample Characteristics 
Managers 
(n=37) 
Officers 
(n=100) 
Clerks 
(n=50) 
Rai 
Age 
ige 
30-59 
26-58 
' 26-51 
M( 
48 02 
39 77 
38 21 
Work experience 
I 
Range Mean 
— 15-39 28 91 — 
15-38 15 59-
1.5-25 14 96-
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Table 2.2 
Sample breakup on the basis 
Groups compared 
Low 
High 
in Age 
in Age 
Mean Age 
37.20 
50.82 
of Age 
N 
41 
27 
2.2 Tools Used 
To measure and understand human behavior 
psychological tests are developed and used to gather 
information from the respondents. It is a matter of fact that 
there is not a single tool or psychological instrument which 
may tell about all aspects of behavior because of its 
complexity and varying psycho-emotional attributes of 
personality and human behavioral dimensions. Hence it is 
more often required to device psychological instrument for 
specific purpose and it should be continuously revalidated as 
per requirements with the chahging time and situations. 
Questionnaire since long have been most favored and 
convenient tool in psychological researches. In the present 
investigation questionnaire were used comprehensively and 
details of each questionnaire used is as follows: 
Occupational Stress Index 
The Occupational Stress Index developed by Srivastava 
and Singh (1981) was used in this study. The scale contains 
46 items, each to be rated on 5-point scale ranging on the 
continuum of absolutely true, almost true, partially true, 
almost false and absolutely false. Out of 46 items 28 are 
'true keyed' and the rest 18 are 'false keyed'. The item 
related to almost all relevant components of the job life that 
cause stress in some way or the other. There are 12 
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dimensions of the Occupational Stress Index. 
A. Role overload 
B. Role ambiguity 
C. Role conflict 
D. Unreasonable group and political pressure 
E. Responsibility for persons 
F. Under participation 
G. Powerlessness 
H. Poor peer relations 
1. Intrinsic impoverishment 
J. Low status 
K Poor working condtion 
L. Unprofitability 
The reliability of the test as determined by alpha 
coefficient was 0.90. The internal consistency of the test 
was 0.93 determined by odd-even method. Index of 
homogenity and internal validity of individual item was 
determined by computing point biserial coefficient of 
correlation. The value of coefficient of correlation ranged 
between 0.36 to 0.59. 
Organizational Culture Scale 
Organizational Culture Scale developed by Shamim A. 
Ansari (1999) was used to gather responses of the employees 
concerning to Organizational Culture. It is a 5- point scale 
having 12 dimensions. The split-half reliability was found 
r=0.76 indicates that the test was highly valid. The 12 
dimensions of the scale as given below: 
A. Fairness 
B. Mutual Trust 
C. Openness 
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D. Organizational Climate 
E.. Synergy 
F. Organizational Environment 
G. Autonomy 
H. Work Values 
I. Organizational Belongingness 
J. Confrotation 
K. Proaction 
L. Organizational Loyalty 
Mental Health Inventory 
The Mental Health Inventory (MHI) developed by 
Jagdish and Srivastava (1983), contains 56 items in which 
32 items are 'false keyed' and 24 are 'true keyed'. The split 
half reliability of the inventory was determined by using odd-
even procedure was found to be 0.73. The construct validity 
of the inventory as determined by computing coefficient of 
correlation between scores on Mental Health Inventory and 
General Health Questionnaire was found to be 0.54. There 
are six- dimensions of Mental Health Inventory are: 
A. Positive self evaluation 
B. Perception of reality 
C. Integration of personality 
D. Autonomy 
E.. Group oriented attitude 
F. Environmental mastery 
Stress Symptoms Inventory (measures psychological, 
physical and social relational symptoms) 
The Stress Symptoms Inventory was developed by 
Srivastava (1999) measures common physical - tension 
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headaches, fatigue, weakness, high blood pressure, hot or 
cold spells, heart pounding, pain in lower part of back, 
indigestion, constipation, lump in throat, muscle ache, 
trembling, upset stomach, gastric trouble and rash; 
psychological symptoms - feeling tense, anxiety, depression, 
irritability, mood swing, temper outburst, feeling of 
hopelessness, low enthusiasm, nervousness frustration, crying 
spells, worrying about things, negative self talk, boredum, 
confusion, forgetfulness, and poor concentration; and social-
relational symptoms - feeling of loneliness, hiding 
intolerance, distrust, decrease in contacts, resentment, and 
feeling isolated which people manifests when they are under 
stress. There are 39 items in the inventory and each item 
should be rated on 4-point scale from Never (1) Sometimes (2) 
quite-often (3) and almost constantly (4). 
Biographical Information Blank (BIB) 
For receding background information of the respondents 
the Biographical Information Blank (BIB) was prepared that 
includes respondent's age, sex, designation, total income, 
total job experience, present status, experience on present 
job, religion, family structure, etc. 
2 .3 Stat ist ical Analyses 
Selection of suitable statistical methods for the analysis 
of data depends of the nature of measurement and design of 
the study. The present researcher took all possible 
precautions to use statistical method keeping the purpose of 
the study in mind it was decided to analyze data by means of 
t-test. It is a powerful parametric test that requires certain 
assumptions that are almost fulfilled so it was decided to use 
it so it was preferred over other statistical test and it serves 
the purpose of the present investigation. 
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RESULTS AND DISCUSSION 
Chapter - 3 
Results and Discussion 
In the preceding Chapter the methodology adopted in 
conducting this study has been explicitly discussed and this 
chapter is meant to describe and discuss the results obtained. 
The present study being an empirical one was an attempt to 
probe the effects of Occupational Stress, Organizational Culture 
and certain Demographic Variables on Physical and Mental 
Health of Managers, Officers and Clerks working in nationalized 
banks . The Occupational Stress and Organizational Culture 
have been studied dimensionwise as an independent variables 
and to see its effect on various dimensions of physical and 
mental health. Keeping the objectives of the present study in 
mind various hypothesis were formulated and the data obtained 
was analyzed by means of t- test to see the mean difference if 
any between various comparison groups. In order to make 
groups comparison, systematic presentation of the results and 
their interpretation are presented in various Tables. 
Table 3 .1 
Showing Means, SDs and t-values of Managers and Officers 
on various dimensions of Occupational Stress Index 
Occupatiohal Stress 
Variables 
Role Overload 
Role Ambiguity 
Role Conflict 
Unreasonable group 8s Political 
Pressure 
Responsibility for Persons 
Underparticiaption 
Powerlessness 
Poor Peer Relations 
Impoverishment 
Low Status 
Strenuous Working Condition 
Unprofitability 
Overall OS 
Managers 
(N=37) 
Mean 
19.16 
10.16 
13.05 
10.43 
8.46 
12.65 
10.49 
11.49 
10.62 
8.84 
9.51 
7.00 
SD 
1.82 
2.34 
2.19 
3.13 
1.15 
2.41 
1.83 
1.97 
2.51 
1.78 
1.64 
1.28 
Officers 
(N = 100) 
Mean 
19.15 
10.70 
13.73 
11.07 
9.48 
11.88 
9.64 
11.95 
10.99 
8.23 
10.97 
6.49 
131.86 10.96134.28 
SD 
2.93 
3.71 
2.64 
3.12 
2.77 
3.26 
2.78 
2.59 
2.76 
2.75 
3.31 
1.54 
17.53 
t-value 
0.023 
1.01 
1.50 
1.05 
3 .01" 
1.50 
2.15* 
1.10 
0.74 
1.52 
3.39" 
1.94* 
0.95 
As shown in the Table (3.1) the Managers scored low on 
Occupational Stress Index which is evident from their low 
mean score as compared to their Officers counterpart. Though 
the difference is insignificant but the trend of the result 
clearly indicates that the Officers are relatively more stressed 
than the Managers. Experiencing higher degree of stress by 
Officers may be attributed to their nature of time bound work 
assignments which they have to complete seems to be too 
much demanding. The dimensionwise comparison of 
Occupational Stress variables will make it clear that to what 
extent Managers and Officers differ in terms of the various 
dimensions of Occupational Stress. The trend of the results 
reveals that the Mean scores of Officers on role ambiguity, role 
conflict, unreasonable group and political pressure, 
responsibility for persons, poor peer relations, impoverishment 
and strenuous working condition were found high in 
comparison to Managers. Both the groups are found to differ 
significantly on the dimensions of responsibility for persons, 
powerlessness, strenuous working condition and 
unprofitability. In the occupational hierarchy the Officers have 
to work as per assigned expectations and they are likely to 
perceive that their recognition is low because of not enjoying 
much weightage in various decisions may experience stress in 
comparison to Managers whose job hierarchy is high. The 
results obtained may be assured in the light of findings of 
researches conducted on executives by Mohan and Chauhan 
(1999). They observed that higher level of executives 
experienced low stress whereas the middle and lower 
executives experienced high degree of stress. It appears from 
the result that the stressors related to Managers and Officers 
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are found to influence differentially with regard to 
experiencing stress despite working under the same setting. 
The Officers might be inhibited in giving their suggestions 
regarding the different programmes of banking organizations 
have not given due weightage in decisions and instructions 
concerning the assignments to the employees are not 
adequately followed and they are rarely rewarded for their 
hard work and efficient performance. The high Mean scores of 
Officers on Occupational Stress may be attributed to the fact 
that they do not perceive their Culture favorably (Table 3.4). 
On the other hand Managers working in the banks are always 
prepared to face all the eventualities and managing themselves 
concerning to their jobs and management by exercising their 
power and position is quite evident from their low Mean Scores 
on Occupational Stress Index and perceiving high 
Organizational Culture score so as they are found better in 
terms of physical and psychological health. The result obtained 
is in conformity to the proposed hypothesis (HOi). 
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Table 3 .2 
Showing Means scores, SDs and t-value of Managers and 
Clerks on Occupational Stress Index 
Occupational Stress 
Variables 
Role Overload 
Role Ambiguity 
Role Conflict 
Unreasonable group Ss 
Political Pressure 
Responsibility for Persons 
Underparticiaption 
Powerlessness 
Poor Peer Relations 
Impowreishment 
Low Status 
Strenuous Working 
Condition 
Unprofitability 
Overall OS 
Managers 
(N=37) 
Mean 
19.16 
10.16 
13.05 
10.43 
8.46 
12.65 
10.49 
11.49 
10.62 
8.02 
9.51 
7.00 
SD 
1.82 
2.34 
2.19 
3.13 
1.15 
2.41 
1.83 
1.97 
2.51 
1.78 
1.64 
1.28 
Clerks 
(N=50) 
Mean 
15.42 
11.18 
13.62 
10.64 
6.94 
14.40 
12.26 
12.82 
12.36 
8.84 
11.48 
8.48 
SD 
4.53 
4.06 
2.90 
2.68 
2.23 
2.96 
2.43 
2.16 
2.08 
1.88 
3.51 
3.00 
131.8610.96136.6216.17 
t-
value 
5.23** 
1.47 
1.03 
0.32 
4.10" 
3.or* 
3.83** 
3.95** 
3.39** 
2.10* 
3.51 ** 
3.14** 
1.62 
As shown in the Table above that the Clerks scored high 
on Occupational Stress Index in comparison to the Managers. 
Though the two groups do not differ significantly but the 
trend of the data clearly indicates that the Clerks are more 
stressed than the Managers as is evident from their Mean 
Scores. The result obtained supports the findings of Tennant 
(2001). He reported that there is a strong relationship between 
the work place stressor and physical / psychological health of 
employees in return. The comparison of both the groups in 
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terms of various dimensions of Occupational Stress Index, it 
appears from the results that the Managers are more stressed 
on the dimensions of role overload and responsibility for 
persons which as evident from their high Mean scores and the 
Managers and Clerks are found to differ significantly on role 
overload, responsibility for persons, under participation, 
powerlessness, poor peer relations, impoverishment, 
strenuous working condition and Unprofitability. The Clerks 
scored high on the dimensions of role conflict, unreasonable 
group and political pressure but they do not differ 
significantly from Managers on these dimensions but the 
trend of the data indicates that they are experiencing stress 
on these dimensions too. The Mean scores of the Clerks on 
the dimension of underparticipation, powerlessness, poor peer 
relations, impoverishment, low status, strenuous working 
condition and unprofitability were found significantly higher 
than the Managers. It appears from the result that the Clerks 
scored high on all the 12 dimensions of Stress index out of 
which on 9 dimensions they differ significantly and on the 
remaining three the trend of scoring high is evident from their 
Mean scores but they do not differ significantly from 
Managers. One important thing emerged from the results that 
Managers scored significantly high on the dimensions of role 
overload it means the Managers are more stressed because of 
having greater responsibility related to overall banking affairs 
so that they appear more stressed on this dimension in 
comparison to Clerical staff. The difference on this dimension 
may be attributed to increased responsibility to look after 
ongoing business progress for which they are given 
responsibility in the banks and in maintaining overall 
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business dealing concerning to customers expectations, 
maintaining congenial customer oriented work environment 
and in fostering feel good among employees working under 
them. During the course of work sometimes it may be possible 
that the available information relating to their job related 
work and its outcomes are vague and insufficient so they are 
likely to experience stress when the type of work and behavior 
which the higher authorities / colleagues expect from them. 
So as a result of it the Clerks are more vulnerable to 
experience greater degree of stress when their work is not 
being recognized, they give contradictory or time bound 
instructions, undue interference in their jurisdiction and 
working method do not provide clear instructions and 
adequate facilities regarding new assignments entrusted to 
them. Thus the proposed null hypothesis (HO2) is retained. 
When both the groups in terms of Occupational Stress as a 
whole were compared they did not differ significantly but 
dimensionwise comparison of these groups are found to differ 
significantly. The above results obtained partially confirms the 
findings of Mishra and Somani (1993). 
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Table 3.3 
Showing Means, SDs and t-value of Officers and Clerks on 
Occupational Stress 
^ *• , o^ Officers Clerks 
'"""v^arTabts ^^ ^^  (N=100) (N=501 t-value 
Mean SD Mean SD 
Role Overload 19.15 2.93 15.42 4.53 5.24" 
Role Ambiguity 10.70 3.71 11.18 4.06 0.70 
Role Conflict 13.73 2.64 12.62 2.90 2.26* 
Unreasonable group & ^ ^ ^ ^ 3 ^ 2 10.64 2.68 0.89 
Political Pressure 
Responsibility for Persons 9.48 2.77 6.94 2.23 6.19** 
Underparticiaption 11.88 3.26 14.40 2.96 4.71** 
Powerlessness 9.64 2.78 12.26 2.43 5.88** 
Poor Peer Relations 11.95 2.59 12.82 2.16 2.15* 
Impoverishment 10.99 2.76 12.36 2.08 3.37** 
Low Status 8.23 2.75 8.02 1.88 0.56 
Strenuous Working Condition 10.97 3.31 11.48 3.51 0.85 
Unprofitability 6.49 1.54 8.48 3.00 4.36** 
Overall OS 134.2817.53136.6216.17 0.81 
As indicated in the Table 3.3 the Means and SDs of 
Officers and Clerks on Occupational Stress Index were found 
134.28 and 136.62 and SD 17.53, 16.17 correspondingly with 
t- value 0.81. The two groups do not differ significantly in 
terms of their level of Occupational Stress. Since there is no 
significant difference between the two groups when both the 
groups were compared in terms of overall Occupational 
Stress. Thus the Hypothesis (HO3) is not to be rejected. The 
dimensionwise comparison of Clerks and officers indicates 
that the Clerks scored significantly high on the dimensions of 
role ambiguity, under-participation, powerlessness, poor peer 
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relations, impoverishment and Unprofitability whereas the 
Officers scored significantly high on the dimensions role 
conflict, responsibility for persons and role overload. From the 
trend of the results it may be interpreted that the Clerks are 
not involved in decision making so that these factors were 
found to cause stress in them in comparison to Officers. The 
difference is obvious from the nature of job and the 
responsibilities of the two groups of bank employees so that 
the Clerks are found more stressed as compared to the 
Officers. 
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Table 3 .4 
Showing Means, SDs and t-value of Managers and 
on Organizational Culture 
Officers 
Organizational Culture 
Variables 
Fairness 
Mutual Trust 
Openness 
Organizational Climate 
Synergy 
Organizational 
Environment 
Autonomy 
Work Values 
Organizational 
Belongingness 
Confrontation 
Proaction 
Organizational Loyalty 
Overall OC 
Managers 
(N=37) 
Mean 
18.54 
12.32 
11.92 
16.30 
11.78 
10.19 
14.81 
15.57 
15.86 
13.84 
11.49 
10.86 
163.49 
SD 
2.64 
1.91 
3.78 
4.27 
2.62 
2.76 
1.99 
1.78 
2.51 
1.64 
1.83 
2.67 
18.30 
Officers 
(N=100) 
Mean 
15.12 
10.47 
8.71 
12.46 
13.20 
9.68 
12.82 
12.86 
13.12 
12.53 
10.16 
10.43 
141.61 
SD 
2.98 
1.89 
1.60 
1.84 
1.79 
1.82 
1.85 
1.90 
1.79 
2.86 
1.94 
2.33 
13.52 
t-value 
6.45** 
4.99** 
4.94** 
5.26** 
3.02** 
1.04 
5.23** 
7.69** 
6.01** 
3.30** 
3.80** 
0.87 
6.52** 
Table 3.4 highlights the Means, SDs and t-values of 
both the groups of Managers and Officers on Organizational 
Culture as a whole and on its different dimensions. It is 
evident from the Table that both the groups differed 
significantly from each other. It appears from the trend of the 
results that the Organizational Culture in which Managers 
and Officers work together but they have different perception 
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about their Organizational Culture. When both the groups 
were compared in terms of its various dimensions it was 
observed that the Managers scored significantly high on 
fairness, mutual trust, openness, organizational climate, 
autonomy, work values, organizational belongingness, 
confrontation and proaction in comparison to Officers both 
the groups differ significantly. Managers are having full 
loyalty with the organization, so they scored high on 
Organizational Culture. As far as the dimensions of 
Organizational Culture are concerned the Manager's 
perception regarding various dimensions are found to differ, 
they scored high on almost all the dimensions. Higher Mean 
of Managers on Organizational Culture Scale in comparison to 
Officers may be attributed to experiencing high degree of 
Occupational Stress among Officers (see Table 3.4 and Table 
3.1) because of their separate role in the hierarchy. The 
Managers who scored high on Organizational Culture 
indicates that they perceive their Organizational Culture more 
favorable because of enjoying higher positional hierarchy so 
that they scored low on Occupational Stress Index and they 
were found better in terms of their physical and psychological 
health. Low Mean scores on Organizational Culture Scale of 
Officers signifies that they perceive the Organizational Culture 
as being less conducive as compared to their counterpart. 
Unfavorable perception of Officers about their Organizational 
Culture may be attributed to their experience of higher degree 
of Occupational Stress in performing their assigned 
responsibilities. Such types of unpleasant experiences Officers 
may be manifested in the form of various types health 
problems associated with their Psychological and Physical 
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health as is evident from Table (3.10 and 3.13). The result 
obtained is supported by the study of Peterson et al. (2002). 
They observed that Culture is an important component of 
work stress among employees. Thus the proposed null 
hypothesis (HO4) stands rejected and results obtained have 
been logically interpreted. 
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Table 3 .5 
Showing Means, SDs and t-value of Managers and Clerks 
on Organizational Culture 
Organizational 
Culture Variables 
Fairness 
Mutual Trust 
Openness 
Organizational Climate 
Synergy 
Organizational 
Environment 
Autonomy 
Work Values 
Organizational 
Belongingness 
Confrontation 
Proaction 
Managers 
(N=37) 
Mean 
18.54 
12.32 
11.92 
16.30 
11.78 
10.19 
14.81 
15.57 
15.86 
13.84 
11.49 
SD 
2.64 
1.91 
3.78 
4.27 
2.62 
2.76 
1.99 
1.78 
2.51 
1.64 
1.83 
Clerks 
(N=50) 
Mean 
15.10 
9.82 
8.78 
11.97 
12.70 
9.24 
12.58 
12.68 
13.32 
11.76 
9.28 
SD 
3.42 
1.89 
1.90 
1.74 
2.13 
1.72 
2.25 
2.47 
2.59 
2.79 
2.44 
t-value 
5.23" 
5.99** 
4.57** 
5.74** 
1.73 
1.82 
4.82** 
6.27** 
4.54** 
4.30** 
4.77** 
Organizational Loyalty 10.86 2.67 10.36 2.06 0.93 
Overall OC 163.49 18.30 137.50 17.39 6.60** 
The trend of the results is similar when Managers and 
Clerks were compared in terms of Organizational Culture (see 
Table 3.5). Results identified that Means, SDs and t-values of 
Managers and Clerks are 163.49 and 137.50; 18.30 and 
17.39 with t-value 6.60 which is highly significant at both 
levels. It means the Managers and Clerks were found to differ 
significantly on its almost all the dimensions, thus the 
proposed hypothesis to be rejected (HO4). Managers higher 
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Mean on Organizational culture showed that they enjoy more 
power, prestige and material gain so that they perceive their 
Organizational Culture more conducive and favorable. Low 
scores on Organizational Culture of Clerks revealed that they 
probably feel their skills and abilities are not given due 
weightage. The Clerks are not free to work on their own they 
are strictly supervised by the superiors. Higher Mean score of 
Managers indicates more favorable and cordial Organizational 
Culture may be due to the fact that the jobs assigned to them 
in their organization is almost clearly defined and logically 
structured and power vested in making day to day functioning 
of the Bank under their stewardship. 
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Table 3 .6 
Showing Means, SDs and t-value of Officers and Clerks on 
Organizational Culture: 
Organizational 
Culture Variables 
Officers 
(N=100) 
Clerks 
(N=50) t-value 
Mean SD Mean SD 
Fairness 
Mutual Trust 
Openness 
Organizational 
Climate 
Synergy 
Organizational 
Environment 
Autonomy 
Work Values 
Organizational 
Belongingness 
Confrontation 
Proaction 
Organizational 
Loyalty 
Overall OC 
15.12 2.98 15.10 3.42 0.03 
10.47 1.89 9.82 1.89 1.96 
8.71 1.60 8.78 1.90 0.23 
12.46 1.84 11.97 1.74 1.60 
13.20 1.79 12.70 2.13 1.42 
9.68 1.82 9.24 1.72 1.43 
12.82 1.85 12.58 2.25 0.66 
12.86 1.90 12.68 2.47 0.46 
13.12 1.79 13.32 2.59 0.50 
12.53 2.86 11.76 2.79 1.56 
10.16 1.94 9.28 2.44 2.20* 
10.43 2.33 10.36 2.06 0.18 
141.61 13.52 137.50 17.39 1.45 As shown in the Table (3.6) the Mean Scores of Officers 
and Clerks on various dimensions of Organizational Culture it 
was found that the Officers and Clerks do not differ 
significantly but Officers showed greater Mean scores on 
Fairness, mutual trust, organizational climate, synergy, 
organizational environment, autonomy, work values. 
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confrontation, organizational loyalty and proaction but the 
difference between the Means were found to show 
insignificant difference. On the basis of the trend of the result 
it may be interpreted that the Officers and the Clerks are 
having similar perception about their Organizational Culture. 
This difference of Means between the two groups may be 
attributed to have discrepant perception about the 
Organizational Culture which is evident from the higher Mean 
scores of Officers appears as an indicator of perceiving the 
Organizational Culture more favorable and conducive in 
comparison to their Clerical counterpart which occupy lower 
position in organizational hierarchy. Thus the proposed null 
hypothesis (HOe) was found to be retained and interpretation 
of the result was done in accordance with the findings 
concerning to groups comparison. 
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Table 3 .7 
Showing Means, SDs and t-value of Managers and 
Officers on Mental Health. 
Mental Health 
Variables 
Managers 
(N=37) 
Officers 
(N=100) * Value 
Mean SD Mean SD 
Positive Self Evaluation 20.51 3.28 20.39 2.99 0.19 
Perception of Reality 19.11 2.63 19.01 2.38 0.20 
Integration of 
27.50 2.54 25.50 3.58 3.60" 
Personality 
Autonomy 12.86 2.51 12.68 3.10 0.35 
Group-oriented attitudes 20.5 2.50 21.18 3.38 1.30 
Environmental Mastery 23.30 2.78 22.53 2.75 1.42 
Overall MH 122.02 9.33 121.78 8.90 0.134 
The Mental Health of Managers and Officers as indicated 
in the Table (3.9) above clearly indicates that they do not 
differ significantly to each other. The dimensionwise 
comparison also indicate that the Mean scores of Managers 
are almost similar to that of Officers on the dimension of 
positive self evaluation, perception of reality and autonomy 
but there is slight difference on the two dimensions i.e. 
integration of personality, group oriented attitudes and 
environmental mastery. The Managers scored low on group 
oriented attitudes and relatively high on environmental 
mastery. However the groups do not differ significantly. On 
the basis of result obtained it may be interpreted that the 
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Managers and officers are found almost similar mentally 
healthy it means their role as Manager and Officer do not 
influenced their Mental Health so they exhibited similar 
tendency on each dimension in similar way Thus the 
proposed null hypothesis (HO7) was found to be retained. 
Slightly higher Mean Score of Managers indicates the 
direction towards maintaining good Mental Health than 
Officers as it reveals that they have good control over their 
environment whereas Officers low Mean Score reveals that 
they are working in a strict, systematic, disciplined and 
controlled manner. Manager's high Mean score on Mental 
Health may discuss as they have less Occupational Stress 
and perceiving their Organizational Culture more congenial in 
comparison to Officers. 
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Table 3.8 
Showing Means, SDs and t-value of Managers and 
Clerks on Mental Health. 
Managers Clerks 
Mental Health ^^^^^^ j^^ ^g j^ t-
Variables value 
Mean SD Mean SD 
Positive Self Evaluation 20.51 3.28 19.72 2.81 1.17 
Perception of Reality 19.11 2.63 18.68 2.26 0.79 
Integration of Personality 27.50 2.54 25.49 3.58 3.12** 
Autonomy 12.86 2.51 12.12 2.41 1.36 
Group-oriented attitudes 20.5 2.50 22.28 2.00 3.52** 
Environmental Mastery 23.30 2.78 21.32 3.60 2.86** 
Overall MH 122.02 9.33 121.62 8.33 2.05* 
As shown in the Table (3.8) the Managers and Clerks 
found to differ significantly on Mental Health. The 
dimensionwise comparison of Managers and Clerks indicates 
that the Managers scored significantly high on the dimension 
of group oriented attitude, environmental mastery and 
integration of personality. The Managers high score on these 
dimensions may be interpreted as having power to control all 
those employees working under him so that they scored high 
on these dimension of Mental Health. As far as the Mean 
scores of Clerks on group oriented attitude is concerned may 
be interpreted that they have group interaction amongst 
themselves showing a sort of social support to every one 
representing the same category may be the factor which has 
led them to score high on this dimension. So these factors 
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may be potential to make them to differ from the Managers. 
As far as overall comparisons of these two groups are 
concerned they are found to differ in terms of the Mean 
Scores so, the proposed hypothesis (HOs) regarding group 
difference was rejected. The trend of the result also indicates 
that the Managers scored relatively high on the dimensions 
viz., positive self evaluation, perception of reality, integration 
of personality, autonomy and environmental mastery. On the 
basis of the trend of the result it may be discussed that the 
Managers are relatively mentally healthy on these three 
dimensions as compared to the Clerks. This difference may be 
attributed to their position and having overall control being an 
incharge of the employees as Managers of the particular unit 
of Bank. 
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Table 3.9 
Showing Means, SDs and t-value of Officers and Clerks 
on Mental Health. 
Officers Clerks 
Mental Health (N=100) (N=50) t-value 
Variables 
Mean SD Mean SD 
Positive Self Evaluation 20.39 2^99 19.72 2.81 1.34 
Perception of Reality 19.01 2.38 18.68 2.26 0.84 
Integration of Personality 25.50 3.58 25.49 3.58 0.01 
Autonomy 12.68 3.10 12.12 2.41 1.20 
Group-oriented attitudes 21.18 3.38 22.28 2.00 2.47* 
Environmental Mastery 22.53 2.75 21.32 3.60 2.07* 
Overall MH 121.78 8.90 121.62 8.33 0.11 
The Mean comparison of Officers and Clerks as shown 
in the Table (3.9) on Mental Health as shown in the table 
indicates that the Officers scored relatively high on the 
dimensions of positive self evaluation, perception of reality, 
integration of personality, autonomy and environmental 
mastery in comparisons to the Clerks. Higher the Mean scores 
of Officers can be interpreted in terms of maintaining good 
Mental Health. As far as group oriented attitude is concerned 
the Clerks scored significantly high on this dimension it 
means the Clerks are more inclined to work together and 
sharing each other as far as the social support and group 
membership is concerned so that they have scored high in 
comparison to Officers. The overall comparison of Officers and 
Clerks on Mental Health shows that they do not differ 
significantly from each other but the Officers higher Mean 
score though not significant indicates that they are relatively 
Mentally Healthy as compared to the Clerks. Thus the 
proposed null hypothesis (HOg) is not to be rejected. 
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Table 3 .10 
Showing Comparative Scores of Managers and Officers on 
Physical Stress Symptoms: 
Physical Symptoms 
Variables 
TensioQ Headache 
Fatigue 
Weakness 
High Blood Pressure 
Hot or Cold Spells 
Heart Pounding 
Pain in Lower Part of 
Back 
Indigestion 
Constipation 
Lump in Throat 
Muscle Ache 
Trembling 
Upset Stomach 
Gastric Trouble 
Rash 
Overall PS 
Managers 
(N=37) 
Mean 
2.22 
2.16 
1.57 
1.51 
1.56 
1.73 
1.65 
1.65 
1.54 
1.65 
1.54 
1.49 
1.65 
1.57 
1.84 
29.97 
SD 
0.96 
0.71 
0.44 
0.68 
0.55 
0.72 
0.53 
0.57 
0.64 
0.70 
0.64 
0.68 
0.53 
0.49 
0.68 
4.30 
Officers 
(N=100) 
Mean 
2.05 
2.15 
1.90 
1.66 
1.88 
1.74 
2.16 
2.06 
2.06 
1.71 
1.76 
1.70 
1.90 
1.98 
1.82 
30.32 
SD 
0.72 
0.72 
0.74 
0.90 
0.99 
0.93 
0.68 
0.69 
0.74 
0.81 
0.70 
0.75 
0.67 
0.73 
0.80 
3.84 
t-value 
1.13 
0.07 
3.17** 
1.05 
2.46* 
0.66 
4.59** 
3.50** 
4.06** 
0.42 
1.83* 
1.59 
2.25* 
3.76** 
0.14 
0.43 
Showing Means, SD and t-values of Managers and 
Officers (3.10) on the dimensions of Physical Stress 
Symptoms. It may be observed from above Table Physical 
Stress Symptoms of Managers and Officers measured in 
terms of Physical Symptoms as a whole indicates that the 
Managers and Officers do not differ significantly. Thus (HOio) 
was not rejected. When the two groups were compared in 
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terms of its various dimensions it was found that the 
Managers showed relatively more tension headache, fatigue 
and rash while Officers showed more Physical Stress 
Symptoms on the dimensions of weakness, high blood 
pressure, hot or cold spells, heart pounding pain in lower part 
of back, indigestion, constipation, lump in throat, muscle 
ache, trembling, upset stomach and gastric trouble. Though 
the difference on Physical Stress Symptoms as a whole is not 
statistically significant but the trend clearly indicates that 
Officers have more physical complaints than the Manager. 
The Officers showed greater Physical Stress Symptoms as 
compared to the Managers may be attributed to the fact that 
the Officers are experiencing greater degree of Occupational 
Stress so it may be the after effect of Occupational Stress so a 
result of it they might have better physical health in 
comparison to their counterparts. As we have discussed 
earlier that the Officers perceive their Organizational Culture 
less favorable as compared to Managers it means this may 
also a factor which might be affecting the physical problems of 
officers. The Officers are expected to have more health 
problems because they are more accountable and constantly 
exposed to vulnerable work conditions. The work assigned 
needs greater alertness because they have to finish their work 
in stipulated time and they are exposed to constant work 
pressure and customer dealing so they have showed greater 
symptoms of physical health problems as compared to 
Managers. 
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Table 3 .11 
Showing Means, SDs and t- values of Managers and Clerks 
on Physical Stress Symptoms: 
Physical S y m p t o m s 
Variables 
Tension Headache 
Fatigue 
Weakness 
High Blood Pressure 
Hot or Cold Spells 
Heart Pounding 
Pain in Lower Part of Back 
Indigestion 
Const ipat ion 
Lump in Throat 
Muscle Ache 
Trembling 
Upset Stomach 
Gastric Trouble 
Rash 
Overall PS 
Managers 
(N=37) 
Mean 
2.22 
2.16 
1.57 
1.51 
1.56 
1.73 
1.65 
1.65 
1.54 
1.65 
1.54 
1.49 
1.65 
1.57 
1.84 
29.97 
SD 
0.96 
0.71 
0.44 
0.68 
0.55 
0.72 
0.53 
0.57 
0.64 
0.70 
0.64 
0.68 
0.53 
0.49 
0.68 
4.30 
Clerks 
(N=50) 
Mean 
2.14 
2.34 
2.10 
1.40 
1.60 
2.08 
2.20 
2.38 
2.36 
1.76 
1.62 
1.72 
2.18 
2.28 
1.94 
30.84 
SD 
0.60 
0.79 
1.02 
0.63 
0.56 
0.86 
0.72 
0.79 
0.88 
0.73 
0.86 
0.82 
0.68 
0.91 
1.00 
4.18 
t-value 
0.44 
1.10 
3.25** 
0.76 
0.33 
2.05* 
4.07** 
4.96** 
4.98** 
0.71 
0.49 
1.41 
4.04** 
4.64** 
0.56 
0.93 
The Table 3.11 clearly indicates that the Clerks scored 
high on the dimensions of fatigue, weakness, hot or cold 
spells, heart pounding, pain in lower part of back, indigestion, 
constipation, lump in throat, muscle ache, trembling, upset 
stomach, rash and gastric trouble. The Managers scored 
significantly high on tension headache, weakness and high 
blood pressure. While comparing with Managers scores the 
Clerk's Mean Scores was found high is the indicator of more 
physical problems as compared to Managers. The difference in 
terms of health symptoms may be interpreted that the Clerks are 
not enjoying more power, material gain social status. So as they are 
experiencing more Occupational stress and perceiving their 
Organizational Culture less favorable. Thus the proposed null 
hypothesis (HOn) not to be rejected. 
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Table 3 .12 
Showing Means, SDs and t- values of Officers and Clerks 
on Physical Stress Symptoms. 
Physical Symptoms 
Variables 
TensioQ Headache 
Fatigue 
Weakness 
High Blood Pressure 
Hot or Cold Spells 
Heart Pounding 
Pain in Lower Part of Back 
Indigestion 
Constipation 
Lump in Throat 
Muscle Ache 
Trembling 
Upset Stomach 
Gastric Trouble 
Rash 
Overall PS 
Officers 
(N=100) 
Mean 
2.05 
2.15 
1.90 
1.66 
1.88 
1.74 
2.16 
2.06 
2.06 
1.71 
1.76 
1.70 
1.90 
1.98 
1.82 
30.32 
SD 
0.72 
0.72 
0.74 
0.90 
0.99 
0.93 
0.68 
0.69 
0.74 
0.81 
0.70 
0.75 
0.67 
0.73 
0.80 
3.84 
Clerks 
(N=50) 
Mean 
2.14 
2.34 
2.10 
1.40 
1.60 
2.08 
2.20 
2.38 
2.36 
1.76 
1.62 
1.72 
2.18 
2.28 
1.94 
30.84 
SD 
0.60 
0.79 
0.82 
0.63 
0.56 
0.86 
0.72 
0.79 
0.88 
0.73 
0.86 
0.82 
0.68 
0.91 
1.00 
4.18 
t-value 
0.803 
1.42 
1.45 
2.04* 
2.20* 
2.20* 
0.33 
2.42* 
2.06 
0.37 
0.99 
0.14 
2.37* 
2.02* 
0.73 
0.73 
The Table (3.12) shows the Mean scores of Officers and 
Clerks on Physical Stress Symptoms. The Clerks scored high 
on the dimensions of tension headache, fatigue, weakness, 
heart pounding, pain in lower part of back, indigestion, 
constipation, lump in throat, trembling, upset stomach, 
gastric trouble and rash while the Officers scored relatively 
high on high blood pressure, hot or cold spells and muscle 
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ache. The two groups do not differ significantly. Thus the 
proposed null hypothesis (HO 12) was retained. But the trend 
of the Mean scores clearly indicates that the Clerks are having 
more Physical Stress Symptoms on almost all the dimensions. 
Their higher Physical Stress Symptoms may be attributed to 
their job is much demanding due to the nature and amount 
of work, involved in direct customer dealing, low recognition, 
least involvement in administrative decision making, more 
accountability to work and always may likely to manifest in 
the form of the physical health problems in greater degree in 
comparison to Officers. Since they have no freedom to express 
their ill feelings and dissatisfaction to their superior and they 
have to work under such conditions might have made them to 
show greater Physical Stress Symptoms. 
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Table 3 . 1 3 
Showing Means, SDs and t-values of Managers and 
Officers on Psychological Stress Symptoms. 
Psychological Stress 
S y m p t o m s Variables 
Feeling tense 
Anxiety 
Depression 
Irritability 
Mood Swing 
Temper Ou tbu r s t 
Low en thus i a sm 
Nervousness 
Frus t ra t ion 
Crying spells 
Worrying abou t things 
Negative self talk 
Boredom 
Confusion 
Forgetfulness 
Feeling hopelessness 
Poor concentrat ion 
Overall PS 
Managers 
(N=37) 
Mean 
1.84 
2.00 
1.72 
1.81 
1.56 
1.56 
1.58 
1.58 
1.71 
1.71 
1.78 
1.76 
1.64 
1.41 
1.46 
1.68 
1.71 
25.22 
SD 
0.63 
0.80 
0.56 
0.56 
0.66 
0.59 
0.75 
0.85 
0.59 
0.67 
0.66 
0.63 
0.53 
0.59 
0.68 
0.61 
0.59 
5.24 
Officers 
(N=100) 
Mean 
2.09 
2.10 
1.73 
1.85 
1.81 
1.57 
1.73 
1.76 
1.73 
1.97 
1.82 
2.12 
1.65 
1.73 
1.85 
1.74 
2.03 
28 .53 
SD 
0.73 
0.79 
0.80 
0.85 
0.68 
0.68 
0.76 
0.70 
0.71 
0.69 
0.75 
0.92 
0.72 
0.68 
0.64 
0.84 
0.80 
3.85 
t-value 
1.96 
0.65 
0.08 
0.31 
1.93 
0.08 
1.04 
1.14 
0.16 
1.98* 
0.30 
2.58* 
0.08 
2.68* 
3.00** 
0.46 
2.53* 
3.48** 
Table 3.13 showing Means, SDs and t-values of 
Managers and Officers on Psychological Stress Symptoms as a 
whole and on its various dimensions. It was found that the 
Managers and Officers differ significantly in terms of their 
Psychological Stress Symptoms. Higher the Mean scores of 
Officers in comparison on Psychological Stress Symptoms 
may be attributed to their poor interpersonal relationships, 
dissatisfaction, intervening job positions and enjoying less 
power in comparison to the Managers so that they are found 
to show greater Psychological Stress Symptoms, higher 
Occupational Stress and perceiving the Organizational 
Culture less favorable might have changed their feelings so 
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that they showed greater Psychological Stress Symptoms. As 
it is evident from the Mean scores the Officers scored high on 
almost all the dimension of Psychological Stress Symptoms 
i.e. feeling tense, anxiety, depression, irritability, mood swing, 
temper outburst, low enthusiasm, nervousness, frustration, 
crying spells, worrying about thing, negative self talk, 
boredom, confusion, forgetfulness, feeling hopelessness and 
poor concentration clearly indicates that the Officers are 
found to show poor psychological health than the Managers. 
On the basis of the results obtained the hypothesis (HO13) was 
found to be rejected. It is clear from the findings that the 
psychological health of Officers was not good in comparison to 
the Mianagers as evident from their Mean Scores on 
Psychological Stress Symptoms Inventory. 
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Table 3 . 1 4 
Showing Means, SDs and t-values of Managers and 
on Psychological Stress Symptoms. 
Clerks 
Psycholog ica l 
S y m p t o m s Variables 
Feeling tense 
Anxiety 
Depression 
Irritability 
Mood Swing 
Temper Outburst 
Low enthusiasm 
Nervousness 
Frustration 
Crying spells 
Worrying about things 
Negative self talk 
Boredom 
Confusion 
Forgetiulness 
Feeling hopelessness 
Poor concentration 
Overall PS 
Managers 
(N=37) 
Mean 
1.84 
2.00 
1.72 
1.81 
1.56 
1.56 
1.58 
1.58 
1.71 
1.71 
1.78 
1,76 
1.64 
1.41 
1.46 
1.68 
1.71 
25.22 
SD 
0.63 
0.80 
0.56 
0.56 
0.66 
0.59 
0.75 
0.85 
0.59 
0.67 
0.66 
0.63 
0.53 
0.59 
0.68 
0.61 
0.59 
4.30 
Clerks 
(N = 50) 
Mean 
1.96 
1.78 
1.70 
1.74 
1.70 
1.84 
1.72 
1.74 
1.72 
1.80 
1.70 
1.92 
2.12 
1.92 
2.00 
2.18 
1.30 
30.10 
SD 
0.44 
0.70 
0.57 
1.17 
0.33 
0.67 
0.66 
0.81 
0.74 
0.66 
0.70 
0.79 
0.68 
0.62 
0.66 
1.01 
0.45 
5.23 
t-values 
0.98 
1.32 
0.16 
0.36 
1.17 
2.04* 
0.90 
0.87 
0.06 
0.62 
0.54 
1.03 
3.66** 
3.86** 
3.67** 
2.83* 
3.50** 
4.73** 
The comparison of Clerks with Managers (3.14) on 
Psychological Stress Symptoms as shown in the table above 
indicates that the Clerks scored high on psychological Stress 
Symptoms Inventory than the Managers. Higher the Mean 
score of Clerks is clearly reveals that they showed more 
psychological problems. The dimensionwise comparison 
showed that the Clerks scored high on most of the dimensions 
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like feeling of tense, temper outburst, mood swing, low 
enthusiasm, nervousness, frustration, crying spells, negative 
self talk, boredom, confusion, forgetfulness and feeling of 
hopelessness. Since the Clerks are in the lowest hierarchy in 
the job position in banking services and they are assigned 
different job responsibilities in day to day banking affairs 
might be the reason for their poor psychological health. Since 
their changing positions of job responsibilities may also make 
them stressed so they are likely to have more psychological 
problems which is evident from their Mean scores given in the 
Table 3.8. Lower Mean scores on Psychological Stress 
Symptoms in Managers denotes the fact that their 
psychological health is better as they are experiencing lower 
Occupational Stress in the same way favorable perception of 
Organizational Culture by the Managers may be another 
cause of their better psychological health. High Mean on 
psychological symptoms in clerks reveals that they have poor 
psychological health, more Occupational Stress and poor 
perception of Organizational Culture. Table 3.2 and Table 3.6 
showed that Clerks have a less conducive perception about 
their Organizational Culture and experiencing greater 
Occupational Stress. Thus the proposed null hypothesis 
(HO14) stands rejected. 
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Table 3 .15 
Showing Means, SDs and t-values of Officers and Clerks on 
Psychological Stress Symptoms. 
Psychological 
Symptoms 
Variables 
Feeling tense 
Anxiety 
Depression 
Irritability 
Mood Swing 
Temper Outburst 
Low enthusiasm 
Nervousness 
Frustration 
Crying spells 
Worrying about things 
Negative self talk 
Boredom 
Confusion 
Forgetful ness 
Feeling hopelessness 
Poor concentration 
Overall PS 
Officers 
(N= 
Mean 
2.09 
2.10 
1.73 
1.85 
1.86 
1.57 
1.73 
1.76 
1.73 
1.97 
1.82 
2.12 
1.65 
1.73 
1.85 
1.74 
2.03 
28.53 
LOO) 
SD 
0.73 
0.79 
0.80 
0.85 
0.68 
0.68 
0.76 
0.70 
0.71 
0.69 
0.75 
0.92 
0.72 
0.68 
0.64 
0.84 
0.80 
3.85 
Clerks 
(N= 
Mean 
1.96 
1.78 
1.70 
1.78 
1.70 
1.84 
1.72 
1.74 
1.72 
1.80 
1.70 
1.92 
2.12 
1.92 
2.00 
2.18 
1.30 
30.10 
=50) 
SD 
0.44 
0.70 
0.57 
1.17 
0.33 
0.67 
0.66 
0.81 
0.74 
0.66 
0.70 
0.79 
0.68 
0.62 
0.66 
1.01 
0.45 
5.23 
t-value 
1.35 
2.51* 
0.27 
0.37 
1.95* 
2.30* 
0.08 
0.14 
0.08 
1.45 
0.96 
1.37 
3.89** 
1.71 
1.32 
2.63* 
7.12** 
1.86 
As indicated in the Table 3.15 the Means, SDs and t-
values of Officers and Clerks on Psychological Stress 
Symptoms. Referring Table 3.15, it appears that the Clerks 
are found to show greater Psychological Stress Symptoms 
which is evident from their higher Mean scores in comparison 
to the Officers. Though the difference between the two groups 
is not statistically significant but the trend of the results 
clearly indicates that the Clerks are having more 
psychological problems (see Table 3.15) than Officers. Thus 
the proposed null hypothesis (HOis) can not be rejected. 
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Table 3 .16 
Showing Means, SDs and t-values of Managers and Officers 
on Social Relational Stress Symptoms. 
Social Relational 
Symptoms Variables 
Feeling of Loneliness 
Hiding Intolerance 
Distrust 
Decrease in Contacts 
Resentment 
Feeling Isolated 
Overall SRS 
Managers 
(N=37) 
Mean SD 
1.46 
1.57 
1.24 
1.62 
1.65 
1.59 
9.14 
0.60 
0.68 
0.43 
0.72 
0.63 
0.79 
2.16 
Officers 
(N = 100) 
Mean SD 
1.59 
1.60 
1.70 
1.95 
1.77 
1.56 
10.22 
0.71 
0.71 
0.80 
0.80 
0.66 
0.70 
2.02 
t- value 
1.06 
0.23 
4.29** 
2.29' 
0.96 
0.20 
2.62* 
It is observed from Table 3.16 that Means, SDs, and t-
values of Managers and Officers on Social Relational 
Symptoms (Table 3.16) were found to be 9.14 and 10.22; 2.16 
and 2.02 respectively with t-value 2.62. The comparison of 
Managers and Officers on Social Relational Symptoms and on 
its various dimensions as shown in the table above that the 
Managers and Officers are found to differ significantly in 
terms of Social Relational Stress Symptoms. By comparing 
their Mean Scores on various dimensions it was found that 
the Officers showed greater tendency of feeling of loneliness, 
hiding intolerance, distrust, decrease in contacts and 
resentment. From the trend of the results it may be 
interpreted that the Officers are having more stress which 
they are exhibiting in terms of Social Relational Symptoms. 
Referring Table 3.4 the Officers perceive their Organizational 
Culture less favorable might be also due to their feeling of 
Occupational Stress, the difference between the two groups 
may be interpreted in terms of their job status to experience 
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these Social Relational Stress Symptoms more in comparison 
to Managers who by virtue of being holding high position 
enjoy more power and social recognition might have 
moderated stress symptoms so that they scored low as 
compared to the Officers. The results obtained is in contrary 
to the hypothesis (HOie). 
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Table 3 .17 
Showing Means, SDs and t-values of Managers and Clerks 
on Social Relational Stress Symptoms. 
Social Relational 
Synnptoms Variables 
Feeling of Loneliness 
Hiding Intolerance 
Distrust 
Decrease in Contacts 
Resentment 
Feeling Isolated 
Overall SRS 
Managers 
(N=37) 
Mean 
1.46 
1.57 
1.24 
1.62 
1.65 
1.59 
9.14 
SD 
0.60 
0.68 
0.43 
0.72 
0.63 
0.79 
2.16 
Clerks 
(N=50) 
Mean 
2.08 
2.14 
1.60 
1.70 
2.08 
1.90 
11.50 
SD 
0.74 
0.93 
0.74 
0.90 
0.79 
0.53 
2.65 
t-value 
4.27** 
3.29** 
2.83* 
0.46 
2.79** 
2.04* 
4.52** 
It is evident from the Table 3.17 that the Clerks scored 
significantly high on Social Relational Stress Symptoms in 
comparison to Managers. The dimensionwise comparison 
indicates that the Clerks scored high on all the dimensions 
i.e. they are having greater feeling of loneliness, hiding 
intolerance, distrust, decrease in contacts, resentment and 
feeling isolated. This difference may be attributed to low social 
recognition on the job and social milieu, low social 
acceptance, low in job hierarchy, feeling of powerlessness 
could be the reasons of experiencing greater Social Relational 
Stress Symptoms in comparison to the Managers who is 
advantageous in all respect. The findings do not support the 
proposed hypothesis (HO17). 
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Table 3 .18 
Showing Means, SDs and t-values of Officers and Clerks on 
Social Relational Stress Symptoms 
Social Relational 
Symptoms Variables 
Feeling of Loneliness 
Hiding Intolerance 
Distrust 
Decrease in Contacts 
Resentment 
Feeling Isolated 
Overall SRS 
Officers 
(N=100) 
Mean SD 
1.59 
1.60 
1.70 
1.95 
1.77 
1.56 
10.22 
0.71 
0.71 
0.80 
0.80 
0.66 
0.70 
2.02 
Clerks 
(N=50) 
Mean SD 
2.08 
2.14 
1.60 
1.70 
2.08 
1.90 
11.50 
0.74 
0.93 
0.74 
0.90 
0.79 
0.53 
2.65 
t-value 
3.86** 
3.59** 
0.76 
1.65 
2.37* 
3.30** 
2.98** 
As shown in the Table 3.18 the Officers and clerks are 
found to differ significantly in terms of Social Relational 
Stress Symptoms. The Clerks scored high and Mean score of 
Officers are higher than the managers and lower than the 
Clerks i.e. in between the Mean Scores of Managers and the 
Clerks. The overall comparison of these two groups clearly 
indicates that the Clerks scored significantly high than that of 
the Officers and Managers. It is evident from the trend of the 
result that Social Relational Stress Symptoms are found to 
vary among these groups may be attributed to their job status 
which might be a factor leading to experience Social 
Relational Stress Symptoms differently by them. It may be 
seen from the table that Clerks scored high on almost all the 
dimensions i.e. feeling of loneliness, hiding intolerance, 
resentment and feeling isolated and on the other officers 
scored high on distrust, and decreases in contacts. Both the 
groups differs significantly on feeling of loneliness, hiding 
intolerance, resentment and feeling isolated. Thus the 
proposed null hypothesis (HOis) is found to be rejected. 
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Table 3 .19 
Influence of High and Low Occupational Stress on 
Organizational Culture 
Groups Compared Mean SD N t- value 
High Occupational Stress Group 127.21 11.90 30 
4.40" 
Low Occupational Stress Group 140.28 16.29 66 
It is evident from the Mean scores of high and low 
Occupational Stress groups (3.19) that high stress group 
scored low on Organizational Culture Scale in comparison to 
the \ov^ Occupational Stress group. The high and low group 
perceived their same Organizational Culture differently so 
they differ significantly from one another. From the trend of 
the result it appears that the High Occupational Stress Group 
does not perceive their Organizational Culture favorably 
because it may be attributed to the fact that they are 
experiencing high degree of Occupational Stress in performing 
their roles as shown in the Table 3.19. Unfavorable perception 
of High Occupational Stress Group about their Organizational 
Culture is due to their experience of high degree of 
Occupational Stress in performing their assigned 
responsibilities. Such type of unpleasant experiences of High 
Occupational Stress Group seems to be manifested in the 
form of various types of problems associated with their 
Physical and Psychological health. While Low Occupational 
Stress Group perceive the Organizational Culture relatively 
more conducive as they are experiencing low degree of 
Occupational Stress pertaining to their jobs. Favorable 
perceptions of the Culture and lesser Occupational Stress in 
Low Occupational Stress Group may be may be the cause of 
showing their better physical, psychological and social 
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relational stress symptoms. Thus the findings obtained rejects 
hypothesis (HO19) is rejected. It appears from the trend of the 
results that experiencing high degree of Occupational Stress 
has obliterated the perception of the employees working in the 
same organization. The result may also be interpreted that 
high degree of Occupational Stress itself has influenced the 
perception of this group regarding the Organizational Culture 
so they are found to differ from that of Low Occupational 
Stress Group. 
Table 3 .20 
Influence of High and Low Occupational Stress on Mental 
Health 
Groups Compared Mean SD N t-Value 
High Occupational Stress Group 117.93 7.31 30 
2.80* 
Low Occupational Stress Group 122.87 9.05 66 
The groups formed on the basis of Ql and Q3 cut points 
to see the impact of Occupational Stress on Mental Health as 
shown in the Table 3.20 above. The High and Low 
Occupational Stress Groups are found to differ significantly in 
terms of their Mental Health. High Mean score of Low Stress 
Groups indicates good Mental Health whereas the High Stress 
Group scored low indicates poor Mental Health. The null 
hypothesis found rejected (H02o).0n the basis of result it may 
be inteipreted that those employees who experienced high level 
of stress are found to show poor mental health. It means 
increasing degree of Occupational stress be checked by the 
concerned organization to protect their employees from its ill 
effects on employees Mental Health as evident from the findings 
of the groups compared. 
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Table 3 .21 
Showing the impact of Occupational Stress on Physical Health 
Groups Compared Mean SD N t-Value 
High Occupational Stress Group 32.1 3.42 30 
3.72" 
Low Occupational Stress Group 28.93 4.65 66 
As shown in the Table 3.21 above the comparison of 
high and low stress groups in terms of the Physical Stress 
Symptoms it was found that the high occupational Stress 
Group showed greater symptoms of Physical Stress 
Symptoms' which is evident from the higher Mean score in 
comparison to the Low Occupational Stress Group. The two 
groups are found to differ significantly. From the trend of the 
result it is quite clear that the high stress is causing more the 
physical health problems which have been shown by High 
Occupational Stress Group it means Occupational Stress is 
found to have its greater adverse consequences on Physical 
Health problems of the employees who are experiencing high 
degree of Occupational Stress. Thus, the proposed null 
hypothesis (HO21) was found to be rejected and result has 
been discussed. 
Table 3 .22 
Showing the impact of Occupational Stress on 
Psychological Health 
Groups Compared Mean SD N t-Value 
High Occupational Stress Group 31.56 2.51 30 r, AQ* 
Low Occupational Stress Group 29.74 4.61 66 
Referring Table 3.22 it is observed that the High 
Occupational Stress Group scored high on Psychological 
Stress Symptoms in comparison to the Low Occupational 
Stress Group and the two groups are found to differ 
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significantly at 0.05 level. The difference shown by both the 
groups in terms of Psychological Stress Symptoms the High 
Occupational Stress Group are found psychologically more 
disturbed so consequent upon expressed in the form of 
Psychological Stress Symptoms. On the basis of the trend of 
the result it may be interpreted that experiencing high degree 
of Occupational Stress is the basis of Psychological Stress 
Symptoms as shown by the High Occupational Stress Group 
in comparison to Low Occupational Stress Group. The result 
is in contrary to the proposed hypothesis (HO22). 
Table 3.23 
Showing the impact of High and Low Level of Occupational 
Stress on Social Relational Stress. 
Groups Compared Mean SD N t-Value 
High Occupational Stress Group 14.4 3.08 30 
Low Occupational Stress Group 10.30 2.42 66 
The Table 3.23 above shows the Mean scores of Social 
Relational Stress Symptoms of High Occupational Stress 
Group and the Low Occupational Stress Group. The Mean 
score of High Occupational Stress Group is significantly 
higher than that of Low Occupational Stress Group. The trend 
of the result clearly indicates that the High Occupational 
Stress Group is found poor in maintaining Social Relation 
thereby showing High Social Relational Stress Symptoms in 
comparison to the Low Occupational Stress Group. It is now 
evident from the trend of the result that those who are 
experiencing greater degree of Occupational Stress are usually 
found themselves alienated so they often show poor Social 
Relations. Hence, the proposed null hypothesis (HO23) stands 
rejected. The result supports the view that experiencing High 
degree of Occupational Stress affects the interpersonal Social 
Relations which is clear from the findings. 
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Table 3 . 2 4 
Showing Means, SDs and t-values of Male and Female on 
various dimensions of Occupational Stress Index 
Occupational Stress 
Variables 
Role Overload 
Role Ambiguity 
Role Conflict 
Unreasonable group & 
Political Pressure 
Responsibility for Persons 
Underparticiaption 
Powerlessness 
Poor Peer Relations 
Impoverishment 
Low Status 
Strenuous Working 
Condition 
Unprofitability 
Overall OS 
Male 
(N=157) 
Mean SD 
17.89 
10.79 
13.11 
10.71 
8.55 
12.72 
10.57 
12.05 
11.27 
8.42 
10.69 
7.27 
3.40 
3.86 
2.69 
3.14 
2.20 
2.09 
2.27 
2.47 
2.57 
2.88 
2.28 
2.47 
132.54 19.01 
Female 
(N = 30) 
Mean SD 
19.5 
10.4 
14.3 
11.4 
8.87 
12.6 
10.3 
12.03 
10.93 
7.37 
11.57 
6.43 
2.39 
1.34 
1.12 
1.55 
1.38 
1.56 
1.32 
1.17 
1.49 
1.34 
1.66 
1.45 
138.25 8.36 
t-value 
3.09** 
0.98 
3.97** 
1.80 
1.02 
0.37 
0.90 
0.05 
1.00 
3.10** 
2.45* 
2.51* 
2.57* 
As shown in the Table 3.24 the Female employees 
scored high on Occupational stress Index which is evident 
from their higher Mean scores in comparison to their Male 
counterpart. The number of Female employees is relatively 
very low than the Males because their number is lesser in 
bank services so the sample size could not be equated. On the 
basis of the higher Mean scores it may be interpreted that the 
Female Employees are found more stressed than the Males. 
The difference between the Mean Occupational Stress scores 
of Male and Female was found statistically significant. Thus 
the hypothesis (HO24) was found to be rejected. The 
dimensionwise comparison of Male and Female employees 
reveals that they scored significantly high on role overload, 
role conflict, strenuous working condition, and unprofitability 
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were more pronounced occupational stressors found among 
females. The trend of the Mean scores on the dimensions of 
unreasonable group and political pressure Females scored 
followed by responsibility for persons whereas the Male 
emplo3^ees scored high though not significant on the 
dimensions of under participation, powerlessness, poor peer 
relations, impoverishment, low status, and Underparticiaption 
in comparison to their female counterparts. Higher 
Occupational Stress among Females can be interpreted as 
they have to play the dual role in Indian society and their thin 
percentage in employment may also be a factor that could 
make them to experience greater degree of stress pertaining to 
their occupations and in fulfilling their assigned 
responsibilities. 
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Table 3 . 2 5 
Showing Means, SDs and t-values of Male and Female 
Employees on Organizational Culture 
Organizational Culture 
Variables 
Fairness 
Mutual Trust 
Openness 
Organizational Climate 
Synergy 
Organizational 
Environment 
Autonomy 
Work Values 
Organizational 
Belongingness 
Confrontation 
Proaction 
Organizational Loyalty 
Overall OC 
Male 
(N=157) 
Mean 
16.1 
12.1 
9.59 
13.1 
12.7 
9.51 
13.00 
13.4 
13.7 
12.4 
10.1 
10.5 
142.96 
SD 
3.76 
3.64 
2.74 
3.21 
2.53 
3.28 
2.77 
2.54 
2.51 
2.37 
1.97 
2.35 
13.59 
Female 
(N=30) 
Mean 
14.07 
11.73 
8.17 
12.67 
13.50 
10.43 
13.70 
12.77 
13.57 
13.67 
10.53 
10.57 
145.47 
SD 
2.80 
3.23 
2.01 
1.74 
3.01 
2.91 
2.62 
2.63 
3.69 
2.79 
2.30 
1.92 
15.64 
t-value 
3.38** 
0.56 
3.28" 
1.04 
1.35 
1.53 
1.30 
1.19 
0.18 
2.30* 
0.94 
0.17 
0.81 
Referring Table (3.25) above it may be observed that the 
Female employees scored high on Organizational Culture in 
comparison to Male employees. The difference between the 
Mean scores of the two groups was found statistically 
insignificant thus, the hypothesis (HO25) could not be rejected. 
From the trend of the Mean scores it may be discussed that 
the Females perceive their Organizational Culture more 
conducive as evident from their higher Mean score in 
comparison to their Male counterparts. The perception of 
conducive Organizational Culture by Females may be 
interpreted in the light of the fact that they are being 
respected by their Male colleagues because of imbibing values 
that Females in our society are weaker in terms of their social 
recognition so that the Male Employees are not hurting them 
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rather showing positive attitudes could be a reason of scoring 
high on Organizational Culture by the Female employees. The 
dimensionwise comparison shows that the Female scored 
high on synergy, organizational environment, autonomy, 
confrontation, proaction and organizational loyalty whereas 
the Male employees scored high on fairness, mutual trust, 
openness, organizational climate, work values and 
organizational belongingness. The difference between the two 
groups was found statistically significant on fairness, 
openness and confrontation. The higher Mean score of Male 
on fairness, openness, organizational climate and work values 
were found high but the difference was significant only on 
fairness and openness indicate that the Males are more fair in 
performing their assigned responsibilities and also they are 
more open in expressing their work related problems and 
suggesting remedial measures to overcome. 
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3.01 
2.42 
3.90 
2.65 
3.00 
3.56 
20.16 
19.33 
257 
14.03 
20.67 
22.33 
3.04 
2.21 
3.41 
3.16 
3.35 
3.05 
0.06 
0.97 
0.57 
2.46* 
1.06 
1.31 
Table 3 . 2 6 
ShowiBg Means, SDs and t-values of Male and Female 
Bank ISmployees on Mental Health. 
n/ir i 1 TT ij.%. Male Female 
Mental Health ,„ _ __, ,„ _ _, ^ „ , 
Variables (^=^^7) (^=30) t-Value 
Mean SD Mean SD 
Positive Self Evaluation 20.2 
Perception of Reality 18.9 
Integration of Personality 26.1 
Autonomy 12.5 
Group-oriented attitudes 21.4 
Environmental Mastery 22.3 
Overall MH 122.98 6.09 118.06 10.14 1.39 
As shown in the Table (3.26) above the Mean scores of 
Male and Female employees on Mental Health Inventory of 
Male and Female indicates that the Males are found more 
mentally healthy which is evident from their higher Mean 
scores where as the female employees were found relatively 
more perturbed as evident from their Mean scores. The two 
groups do not differ significantly so that the hypothesis (HO26) 
could not be rejected. Poor mental health as shown by Female 
may be interpreted that they are often mentally divided being 
working women and not getting expected cooperation from 
their family members so they are facing difficulty in 
adjustment despite perceiving their work culture conducive 
they scored low on Mental Health Inventory. Since the role of 
women is so complexed particularly in developing counties 
where they are shouldering responsibilities in home as well as 
in the corporate life so that they are more vulnerable to 
experience stress resulting in relatively poor Mental Health. 
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Table 3 . 2 7 
Showing Means, SDs and t-values of Male and Female 
Bank Employees on Physical Stress Symptoms: 
Physical Stress 
Symptoms Variables 
Tension Headache 
Fatigue 
Weakness 
High Blood Pressure 
Hot or Cold Spells 
Heart Pounding 
Pain in Lower Part of Back 
Indigestion 
Constipation 
Lump in Throat 
Muscle Ache 
Trembling 
Upset Stomach 
Gastric Trouble 
Rash 
Overall PS 
Male 
(N=157) 
Mean SD 
2.08 
2.23 
1.89 
1.54 
1.70 
1.83 
2.07 
2.08 
2.00 
1.76 
1.67 
1.63 
1.89 
2.02 
1.89 
28.22 
0.75 
0.74 
0.82 
0.77 
0.80 
0.89 
0.74 
0.74 
0.85 
0.82 
0.75 
0.76 
0.71 
0.80 
0.85 
4.80 
Female 
(N=30) 
Mean SD 
2.27 
2.07 
1.87 
1.7 
1.93 
1.77 
2.07 
2.03 
2.23 
1.67 
1.73 
1.8 
2.1 
1.73 
1.67 
28.7 
0.72 
0.72 
0.71 
0.93 
0.99 
0.88 
0.70 
0.70 
0.56 
0.74 
0.72 
0.56 
0.39 
0.68 
0.74 
3.74 
t-value 
1.35 
1.00 
0.13 
0.89 
1.28 
0.35 
0.00 
0.33 
1.85 
0.81 
0 .41" 
1.54 
2.33* 
2.07* 
1.46 
0.61 
Table 3.26 above reveals that the Female employees 
scored relatively high on Physical Stress Symptoms than their 
Male counterpart though the difference is insignificant so the 
hypothesis (HO27) could not be rejected. From the trend of the 
Mean score it may be described that the Females are showing 
relatively greater Physical Stress Symptoms than that of male 
employees. The difference between the Mean scores is not very 
wide but the trend is in the direction of showing more 
physical health symptoms among Females. The Mean scores 
of Femiale employees is high on the dimensions of tension 
headache, high blood pressure, hot or cold spells, 
constipation, trembling and upset stomach where as Male 
employees scored relatively high on fatigue, weakness, heart 
pounding, indigestion, lump in throat, gastric trouble and rash. 
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Table 3 .28 
Showing Means, SDs and t-values of Male and female Bank 
Employees on Psychological Stress Symptoms. 
Psychological Stress 
Symptoms Variables 
Feeling tense 
Anxiety 
Depression 
Irritability 
Mood Swing 
Temper Outburst 
Low enthusiasm 
Nervousness 
Frustration 
Crying spells 
Worrying about things 
Negative self talk 
Boredom 
Confusion 
Forgetfulness 
Feeling hopelessness 
Poor concentration 
Overall PS 
Male 
(N=157) 
Mean SD 
1.83 
2.01 
1.70 
1.79 
1.5 
1.55 
1.55 
1.60 
1.71 
1.71 
1.78 
1.76 
1.64 
1.41 
1.46 
1.68 
1.71 
28.39 
0.44 
0.28 
0.32 
0.22 
0.31 
0.28 
0.4 
0.48 
0.59 
0.47 
0.3 
0.4 
0.25 
0.59 
0.35 
0.36 
0.45 
6.49 
Female 
(N=30) 
Mean SD 
2.10 
2.09 
1.78 
1.80 
1.79 
1.50 
1.73 
1.76 
1.73 
1.92 
1.82 
2.11 
1.65 
1.72 
1.85 
1.74 
2.03 
28.53 
0.30 
0.45 
0.32 
0.38 
0.28 
0.26 
0.30 
0.41 
0.28 
0.37 
0.39 
0.42 
0.45 
0.35 
0.32 
0.41 
0.38 
6.07 
t-value 
4.04** 
1.00 
1.33 
0.14 
5.08** 
1.00 
3.00** 
0.5 
0.33 
3.00** 
0.57 
4.37** 
0.12 
3.87** 
6.00** 
0.85 
4.10** 
0.11 
As shown in Table (3.28) the Female employees showed 
greater psychological Stress Symptoms which is evident from 
their Mean scores in comparison to the Male employees. The 
difference is not statistically significant so the hypothesis 
(HO28) could not be rejected. The dimensionwise comparison 
of both the groups showed that the Female employees scored 
high on feeling tense, anxiety, depression, worrying about 
things, negative self talk, confusion, forgetfulness, feeling 
hopelessness and poor concentration makes it clear that they 
are showing greater Psychological Stress Symptoms almost on 
all the dimensions. 
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Table 3 .29 
Showing Means, SDs and t-values of Male and Female Bank 
Employees on Social Relational Stress Symptoms. 
Social Relational 
Symptoms Variables 
Feeling of Loneliness 
Hiding Intolerance 
Distrust 
Decrease in Contacts 
Resentment 
Feeling Isolated 
Overall SRS 
Male 
(N=157) 
Mean SD 
1.52 
1.58 
1.62 
1.84 
1.63 
1.21 
9.4 
0.42 
0.38 
0.40 
0.38 
0.32 
0.39 
2.29 
Female 
(N=30) 
Mean SD 
2.11 
2.32 
1.41 
1.32 
1.72 
1.35 
10.23 
0.36 
0.39 
0.32 
0.38 
0.41 
0.29 
2.15 
t-value 
0.79 
9.48** 
3.5" 
7.42** 
1.13 
2.00* 
1.89 
As shown in the Table (3.29) above the Female 
employees scored relatively high on Social Relational Stress 
Symptoms in comparison to Males. The difference between 
the Mean scores of the two groups was found statistically 
insignificant that the hypothesis could not be rejected. The 
dimensionwise comparison of both the groups showed that 
the Female employees scored high on feeling loneliness, 
hiding intolerance, resentment and feeling isolated whereas 
their Male counterpart scored relatively high on distrust and 
decrease in contacts. 
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Table 3 .30 
Influence of Age on Occupational Stress of Bank Employees 
Occupational Stress Variables 
Role Overload 
Role Ambiguity 
Role Conflict 
Unreasonable group 
Pressure 
65 Political 
Responsibility for Persons 
Underparticiaption 
Powerlessness 
Poor Peer Relations 
Impowreishment 
Low Status 
Strenuous Working < 
Unprofitability 
Overall OS 
Condition 
Low in L age 
(N=41) 
Mean 
13.82 
13.92 
11.85 
11.92 
10.25 
10.19 
10.31 
10.75 
10.85 
9.19 
9.09 
10.70 
131.73 
SD 
2.51 
1.24 
2.19 
2.70 
1.38 
1.87 
1.83 
1.14 
1.10 
1.21 
1.12 
1.38 
8.83 
High in age 
(N = ; 
Mean 
13.1 
15.51 
11.7 
12.78 
11.04 
9.89 
10.41 
11.00 
10.80 
9.96 
8.81 
10.1 
132.92 
27) 
SD 
3.50 
3.57 
2.91 
2.07 
1.91 
1.83 
1.78 
1.38 
1.41 
1.01 
1.00 
1.21 
9.82 
t-
value 
0.90 
2.19* 
0.22 
1.46 
1.83 
0.65 
0.22 
0.77 
0.15 
2.8* 
1.06 
1.86 
0.50 
The Mean scores of Younger and Older bank employees 
were found on the basis of Qi and Q3 cut-points and they 
were compared in terms of mean scores it was found that the 
two groups do not differ significantly with regard to 
Occupational Stress but the trend of the results indicates that 
older employees are having relatively greater degree of stress 
in comparison to their younger colleagues. Since the 
difference is insignificant so the hypothesis (HO30) could not 
be rejected. On the basis of the trend of the result it may be 
interpreted that older group of employees were found 
relatively more stressed. Experiencing high degree of stress by 
this group may be attributed to their greater responsibility 
and longer work experience. 
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Table 3 .31 
Influence of Age on perceiving Organizational Culture of 
Bank Employees 
Organizational Culture "^J^^^f^ ™?N=^7t^' *" 
Variables -^r^;^  ^^ zr — - ^ value 
Mean SD Mean SD 
Fairne55S 14.70 2.52 1^2 2^57 0/78~ 
Mutual Trust 11.12 1.35 10.6 1.02 1.79 
Openness 8.19 1.42 8.07 0.89 0.43 
Organizational Climate 12.51 1.65 12.04 1.37 1.27 
Synergy 13.29 1.92 13.19 1.86 0.21 
Organizational Environment 11.34 1.32 11.11 1.65 0.62 
Autonomy 11.97 1.53 11.07 1.08 2.90 
Work Values 12.63 1.65 12.3 1.40 3.59* 
Organizational Belongingness 12.82 1.56 12.3 1.29 1.48 
Confrontation 13.09 1.99 12.96 1.57 0.30 
Proaction 11.92 1.02 11.85 1.67 0.19 
Organizational Loyalty 10.68 0.96 10.60 1.26 0.28 
Overall OC 144.4 10.43 144.32 13.71 0.02 
As shown in the Table 3.31 the Mean score of Younger 
and Older bank employees indicates that the two groups of 
employees are not differing in terms of their Mean scores on 
Organizational Culture. Thus the hypothesis (HO31) is not 
rejected. On the basis of the trend of the result it may be 
discussed that the age is not an important factor for bank 
employees regarding perceiving their Organizational Culture 
so they are found to show equally conducive organizational 
culture which is evident from their Mean scores. 
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Table 3 .32 
Influence of Age on Mental Health of Bank Employees 
Mental Health ^^ "^  ''' ^^^ "'S** ''' *S® 
Vartbles - ^ ^ ^ (^ ^^^^ t ' ^ - ' -
Mean SD Mean SD 
Positive Self Evaluation 20.31 2.53 20.7 2.35 0.64 
Perception of Reality 19.56 1.31 19.55 1.31 0.03 
Integration of Personality 20.9 2.02 16.73 3.66 5.34" 
Autonomy 13.12 1.85 13.22 2.71 0.17 
Group-oriented attitudes 21.34 1.91 20.56 3.40 1.08 
Environmental Mastery 21.80 1.88 22.11 2.72 0.51 
Overall MH 118.20 10.64 112.87 11.44 1.90 
When Mean scores of Younger and Older bank 
employees were compared on Mental Health it was found that 
the Older employees were found relatively more disturbed in 
comparison to the Younger group of the employees. Though 
the difference between the Mean scores of two groups was 
found statistically insignificant thus the hypothesis (HO32) 
could not be rejected. The trend of the result can be discussed 
that the age itself is a factor to make employees more 
mentally perturbed may be due to greater responsibility in 
home as well as at the work place and due to unbridled 
expectations. 
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Table 3 . 3 3 
Influence of Age on Physical Stress Symptoms of Bank 
Employees 
Physical Stress Symptoms 
Variables 
Tension Headache 
Fatigue 
Weakness 
High Blood Pressure 
Hot or Cold Spells 
Heart Pounding 
Pain in Lower Part of Back 
Indigestion 
Constipation 
Lump in Throat 
Muscle Ache 
Trembling 
Upset Stomach 
Gastric Trouble 
Rash 
Overall PS 
Low in age 
(N=41) 
Mean SD 
2.2 
1.85 
1.87 
1.92 
1.95 
1.53 
2.87 
2.19 
2.09 
1.68 
1.80 
1.85 
2.05 
2.09 
1.95 
28.02 
0.22 
0.58 
0.78 
0.29 
0.55 
0.62 
0.42 
0.19 
0.09 
0.32 
0.44 
0.32 
0.23 
0.31 
0.02 
5.23 
High in age 
(N=27) 
Mean SD 
2.1 
1.7 
1.67 
1.96 
1.93 
1.5 
2.0 
2.0 
2.0 
1.70 
1.60 
1.89 
2.04 
2.00 
1.93 
29.02 
0.78 
0.47 
0.60 
0.92 
0.97 
0.63 
0.66 
0.60 
0.79 
0.85 
0.90 
0.83 
0.79 
0.73 
0.71 
4.95 
t-
value 
0.64 
1.17 
0.19 
0.22 
0.09 
0.12 
6.08** 
1.58 
3.75** 
0.11 
5.71** 
1.43 
0.06 
0.60 
0.14 
0.78 
From the Table 3.33 above it appears that the Mean 
scores of Older bank employees were found to be high in 
comparison to Younger group of bank employees on Physical 
Stress Symptom. The hypothesis (HO33) was found not to be 
rejected. The trend of the result revealed that Age itself is the 
factor which affects the physical health of the bank employees 
might be due to the fact that with increasing age people are 
complaining more health problems. It means the physical 
health problems increases with the age but on the basis of the 
trend of the result cannot be clearly interpreted that the 
cause of Physical Stress Symptom is due to influence of any 
other factor rather it is due to the increasing age which itself 
is a biological factor leads to Physical Stress Symptoms. 
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Table 3 . 3 4 
Influence of Age on Psychological Stress Symptoms of 
Bank Employees 
Psychological Stress 
Symptoms Variables 
Feeling tense 
Anxiety 
Depression 
Irritability 
Mood Swing 
Temper Outburst 
Low enthusiasm 
Nervousness 
Frustration 
Crying spells 
Worrying about things 
Negative self talk 
Boredom 
Confusion 
Forgetfulness 
Feeling hopelessness 
Poor concentration 
Overall PS 
Low in age 
(N=41) 
Mean 
2.26 
2.12 
1.95 
2.14 
2.00 
1.78 
1.48 
1.46 
1.51 
1.58 
1.78 
1.75 
1.73 
1.58 
1.95 
1.63 
1.65 
31.28 
SD 
0.38 
0.66 
0.15 
0.22 
0.02 
0.65 
0.63 
0.77 
0.37 
0.61 
0.06 
0.36 
0.28 
0.47 
0.49 
0.28 
0.21 
7.38 
High in age 
(N=27) 
Mean 
2.1 
2.0 
1.9 
2.04 
1.93 
1.68 
1.77 
1.63 
1.70 
1.37 
1.59 
1.33 
1.48 
1.33 
1.88 
1.44 
1.33 
30.48 
SD 
0.83 
0.69 
0.75 
0.69 
0.60 
0.91 
0.83 
0.77 
0.76 
0.61 
0.82 
0.60 
0.63 
0.60 
0.74 
0.49 
0.47 
3.21 
t-value 
0.93 
0.71 
0.34 
0.72 
0.61 
0.49 
1.53 
0.89 
1.19 
1.17 
1.20 
3.30" 
1.92 
1.83 
0.42 
1.80 
3.29" 
0.47 
As shown in the Table (3.34) above that the Mean scores 
of Younger and Older bank employees are not differing 
significantly. The Mean score of Younger bank employees were 
found to be high on Psychological Stress Symptoms Inventory 
in comparison to the Older bank employees though the 
difference between their mean scores were found to be very 
nominal. Thus the hypothesis (HO34) cannot be rejected. 
Experiencing greater degree of Psychological Symptoms by 
Younger group of bank group of employees may be attributed 
to not deriving greater satisfaction from their work and 
working condition and enjoying relatively lesser power 
because most of the employees Younger in age are in the 
middle strata of the job hierarchy so that their Psychological 
Stress is obvious. 
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Table 3.35 
Influence of Age on Social Relational Stress Symptoms of 
Bank Employees 
Social Relational 
Symptoms Variables 
Feeling of Loneliness 
Hiding Intolerance 
Distrust 
Decrease in Contacts 
Resentment 
Feeling Isolated 
Overall SRS 
Low in age 
(N=41) 
Mean SD 
1.53 
1.58 
1.46 
1.87 
1.92 
1.68 
10.87 
0.35 
0.22 
0.45 
0.46 
0.42 
0.29 
2.25 
High in age 
(N=27) 
Mean SD 
1.37 
1.63 
1.41 
1.81 
1.74 
1.52 
10.07 
0.55 
0.55 
0.49 
0.54 
0.64 
0.49 
2.51 
t-value 
1.35 
0.45 
0.42 
0.47 
1.29 
1.50 
1.29 
Refer Table 3.35 above it appears that the Younger and 
Older bank employees were compared in terms of Social 
Relational Stress Symptoms it was found that the Younger 
group scored relatively high in comparison to the Older group 
of employees though the difference between the two groups 
was found statistically insignificant thus the hypothesis 
(HO35) could not be rejected. Greater Social Relational Stress 
Symptoms as shown by Younger group may be attributed to 
their job position and relatively occupying low social 
recognition in the organization, greater work assignments 
having greater responsibility to finish their work successfully 
within stipulated time hoping timely promotions deriving from 
their work achievements may likely to make Younger 
employees to score relatively high on Social Relational Stress 
Symptoms as evident from their high Mean score. The result 
can also be interpreted in the light of having greater job 
consciousness in fulfilling the organizational expectations 
regarding their work. 
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Chapter - 4 
Conclusion and Suggestions 
This Chapter is meant to conclude the findings obtained on 
the basis of entire research work carried out to see, The Effects 
of Occupational Stress, Organizational Culture and their various 
dimensions including some Demographic Variables such as Age 
and Sex on Physical and Mental Health of Managers, Officers 
and clerks working in nationalized banks. Keeping in view the 
main purpose of the study 35 hypotheses were formulated and 
statistically verified to meet the objectives of present research. 
Subscribing the limitations of this research work some 
suggestions have been given to broaden the realm of 
investigation for future researchers. The results obtained for 
various comparison groups are concluded as under. 
• When we compared the Managers and Officers in terms of 
Occupational Stress they were found not to differ 
significantly. But on some dimensions they differ 
significantly viz., responsibility for persons, powerlessness, 
strenuous working condition and unprofitability. 
• When we compared Managers and Clerks on Occupational 
Stress it was found that Managers differed on some 
dimensions of Occupational Stress viz., role overload, 
responsibility for persons, under participation, powerlessness, 
poor peer relations, impoverishment, low status, strenuous 
worldng condition and unprofitability. But when we compared 
them as a whole they did not differ significantly. 
• While comparing Clerks and Officers in terms of their mean 
scores it was found that the two groups do not differ 
significantly from each other on Occupational Stress. Role 
overload role conflict, responsibility for persons, under 
participation, poor peer relations, impoverishment and 
unprofitability are the dimensions on which they were 
found to differ significantly. 
When Managers and Officers were compared on 
Organizational Culture it was observed that both the 
groups differed significantly. Managers perceived their 
culture more favorably than the Officers. 
Managers scoring high on Organizational Culture and 
showed good adjustment with their existing culture in 
comparison to Clerks. Managers were found to differ from 
Clerks on almost all the dimensions. 
Table 3.6 shows that Officers do not differ significantly 
from Clerks on Organizational Culture as a whole but they 
were found to score significantly high in comparison to 
Clerks on mutual trust and proaction. 
When Mean score of Managers and Officers on Mental 
Health were compared it was found that the two do not 
differ significantly from each other. Dimensionwise 
comparison of Managers and officers reveals that they were 
found to differ on only one dimension viz., integration. 
The Managers scoring high on Mental Health and showed 
low Occupational Stress (Table 3.2) than the Clerks. They 
were found to differ on Mental Health Inventory significantly. 
Dimensionwise comparison showed that Managers differed 
significantly on integration of personality, group oriented 
attitudes and environmental mastery. 
While comparing Officers and Clerks it was observed that 
the two groups were not differing significantly. 
144 
When Managers were compared with those of Officers the 
result revealed that they did not differ significantly on Physical 
Stress Symptoms. When both the groups were compared on 
various dimensions of Physical Stress Symptoms as shown in 
the Table 3.10 that two the groups differed significantly on 
eight dimensions viz., weakness, hot or cold spells, pain in 
lower part of back, indigestion, constipation, muscle ache, 
upset stomach and gastric trouble. 
Table 3.11 shows that the Managers were found not to 
differ significantly from Clerks on Physical Stress 
Symptoms. It was also observed that Managers are 
relatively more physically healthy than the Clerks. While 
comparing them dimensionwise it was found that both the 
groups differed significantly on weakness, heart pounding, 
pain in lower part of back, indigestion, constipation, upset 
stomach and gastric trouble. 
Table 3.12 revealed that Officers and Clerks do not differ 
significantly on Physical Stress Symptoms. It was also 
found that Clerks showed more physical health problems 
than Officers. 
Psychological Stress Symptoms among Officers was found 
greater when compared with the Managers (see Table 3.13). 
Both the groups were found to differ significantly. The 
dimensionwise comparison shows that they differed 
significantly on the dimension viz., feeling tense, mood 
swing, crying spells, negative self talk, confusion, 
forgetfulness and poor concentration 
When Managers and Clerks were compared in terms of 
their psychological stress symptoms, it was found that 
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both the groups differed significantly. Table 3.14 shows 
that Managers are having higher mean score on overall 
Psychological Stress Symptoms. The dimensionwise 
comparison reveals that on some dimensions viz., temper 
out burst, boredom, confusion, forgetfulness, feeling 
hopelessness, poor concentration both the groups were 
found to differ significantly. 
When both the groups i.e.. Officers and Clerks were 
compared on Psychological stress Symptoms it was found 
that they do not differ significantly from each other. 
When we Compared Managers with Officers on Social 
Relational Symptom it was found that both the groups 
differed significantly. Table 3.16 showed that they differed 
significantly on some dimensions viz., distrust and 
decrease in contacts. 
While comparing Managers with Clerks it was found that 
they are differing significantly from each other on Social 
Relational Stress Symptoms. It was also found that 
Managers are more socially accepted or adjustable than 
their counterpart. 
While comparing Officers and Clerks it was found that that 
they differed significantly in terms of Social Relational 
Stress Symptoms from each other. 
To see the varying effects of Occupational Stress each 
group was divided on the basis of Qi and Q3 cut - points to 
form low and high Occupational Stress groups. 
When we studied the influence of Occupational Stress of 
the employees on Organizational Culture, it was found that 
high Occupational stress group scored significantly high on 
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Organizational Culture in comparison to the low 
Occupational Stress group. 
When Mean Mental Health scores of high and low 
Occupational Stress groups of Bank Employees were 
compared the result showed that high and low 
Occupational Stress groups were found to differ 
significantly from each other. 
To see the effect of Occupational Stress on Physical health 
of bank employees, it was revealed that they were differing 
significantly from each other. 
When we compared high and low Occupational Stress on 
the basis of their psychological health it was found that 
they differed significantly from each other. 
When compared on the basis of Social Relational Stress 
Symptoms of low and high Occupational Stress group it 
was found that they were differing significantly from each 
other. 
When male and female bank employees were compared in 
terms of Occupational Stress the result showed that both 
groups are differed significantly. Dimensionwise 
comparison showed that male bank employees were 
scoring high on role ambiguity, Underparticiaption, 
powerlessness, poor peer relations, impoverishment, low 
status and unprofitabilty. 
Male and female bank employees did not differ significantly 
in terms of Organizational Culture. Dimensionwise 
comparison shoed they differ significantly on fairness, 
openness, organizational climate and confrontation. 
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Male and female bank employees did not differ significantly 
with respect to their Mental Health. They differed 
significantly on the dimension of autonomy. 
When Male and female bank employees were compared in 
terms of Physical Stress Symptoms the result showed that 
both the groups are equally physically disturbed. Upset 
stomach and gastric trouble are the two dimensions on 
which they differed significantly. 
Male and female bank employees did not differ significantly 
in terms of psychological health. The dimensionwise 
comparison showed that mood swing, low enthusiasm, 
crying spells, negative self talk, confusion, forgetfulness 
and poor concentration are the dimensions on which they 
differ significantly. 
Male and female bank employees did not differ significantly 
with respect to their Social Relational Stress Symptoms. 
Hiding intolerance, distrust, decrease in contacts and 
feeling isolated are the dimensions on which they differ 
significantly. 
When Younger and Older in age group of employees were 
compared it was found that the age did not emerge as a 
contributory variable to Occupational Stress in this 
professional group. Dimensionwise comparison showed 
that only two dimension on which they differed 
significantly viz., role ambiguity and low status both of 
which Older age group scored high. 
Younger and Older in age group of bank employees did not 
differ significantly in terms of Organizational Culture. They 
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diffe^red significantly only on autonomy and work values 
which are the dimensions of Organizational Culture. 
• When Younger and Older group of bank employees were 
compared it was found that they are not differed 
significantly from each other. Younger group of bank 
employees were found to emerge as more mentally healthy 
then there Older group of bank employees. Dimension wise 
comparison showed that they differed significantly only on 
integration of personality. 
• When Younger and Older bank employees were compared 
it was found that age did not emerge as a contributory 
factor to physical health of bank employees. Pain in lower 
part of back, constipation and muscle ache are the 
dimensions on which they differed significantly. 
• Younger and Older bank employees were found not to differ 
significantly in terms of Mean psychological health scores. 
They differed significantly on negative self talk and poor 
concentration. 
• When Younger group of bank employees was compared 
with Older group of bank employees the result revealed 
that both the groups did not differ significantly in terms of 
Mean Social Relational Stress Symptoms scores. 
Suggest ions 
Research in all disciplines is a ceaseless effort with definite 
objectives and drawing meaningful conclusions. A psychological 
research throws light on some problem areas and during the 
process of pursuing research work the investigator finds that 
many factors which could be more important if they would have 
their place at the time of the initiation of the present research 
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project. It is obvious that every researcher plan a research with 
certain objectives but many things can not be included because 
of some unavoidable conditions such as paucity of time, energy, 
money aind other resources so as many things remain 
unexplored. A research can not be free from criticism because 
the investigator is impelled to ignore many variables due to 
above mentioned constraints. The present investigator made all 
possible efforts to cover the wider areas of this small piece of 
research work but after completion of this project it was realized 
that this could not be the end and there is need to widen the 
realm of this type of project for future researchers. If an 
investigator covers all the aspect of research work it means 
coming to dead end. Since research is a continuous endeavor, so 
many important things that remained unprobed provide new 
directions for other researchers. Infact the present study is so 
vast but still needs further investigation to add something in the 
existing knowledge incorporating various groups of employees by 
selecting samples comprising health care professionals, 
employees of civil aviations, police personnel, railways 
employees, teachers and employees in social service 
organizations. 
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Chapter - 5 
SUMMARY 
Chapter - 5 
Summary 
The entire empirical research work on the problem "The 
Effects of Occupational Stress, Organizational Culture and 
certain Demographic Variables on Employees' Physical and 
Mental Health" has been presented systematically in five 
different Chapters. 
In Chapter - I, developmental history, nature and 
concepts of various independent and dependent variable and 
their comprehensive details of the survey of literature, have 
been explained. In the light of reviewed literature, 35 
hypotheses were formulated, as there were no sufficient 
similar studies, which could have provided any direction of 
the influence of the respective independent variables on 
dependent variables. 
Chapter - II, has been meant for describing 
methodology where the steps opted in carrying out the 
investigation has been enumerated. The chapter discusses the 
details of the sample comprehensively. The samples consisted 
of Managers (n = 35), Officers (n = 100) and Clerks (n=50) 
were randomly selected from the nationalized banks of Aligarh 
district. Organizational Culture Scale (Shamim A. Ansari, 
2000), Occupational Stress Scale (Srivastava, 1981), Mental 
Health Inventory (Jagdish and Srivastava, 1983), Stress 
Symptoms Inventory (Srivastava, 1999) and Bibliographical 
Information Blank. 
Chapter - III, was meant to describe and discuss the 
obtained results and have been presented systematically in 
various Tables. In the beginning of the chapter the mean, SD 
and t-values of each independent variable and dependent 
variable along with its various dimensions have been 
presented in the Tables (3.1 to 3.35). The major findings of 
the present research revealed that (1) occupational stress is 
the significant variable on which officers and clerks differed 
significantly from managers. Managers are found to have least 
occupgLtional stress, on the other hand clerks have maximum 
occupgLtional stress. (2) While comparing managers with 
officers and clerks it was found that managers differed 
significantly and scored high on occupational stress. (3) 
Mental health of managerial group of bank employees was 
found to be comparatively good where as clerks' mental health 
was found to be mostly affected. (4) On physical stress 
symptoms none of the group was found to differ significantly. 
The result revealed that managers were having good physical 
health. (5) The result as shown reveals that the managerial 
group of employees was found to show good psychological 
health than the officers and clerks. Managers differed 
significantly from officers and clerks but while comparing 
officers and clerks it was found that both the groups do not 
differ significantly. (6) Social relational stress symptoms were 
found mostly among clerical staff rather than officers and 
managers. While comparing them as a whole it was found 
that they differed significantly. (7) While studying the 
influence of occupational stress of the bank employees on 
organizational culture, it was found that low occupational 
stress group perceiving their organizational culture more 
favorably than the high occupational stress group. Both the 
groups differed significantly. (8) When mental health of low 
and high occupational stress group was compared the result 
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revealed that they are found to differ significantly from each 
other. Result also showed that low occupational stress group 
was found to have good mental health than high occupational 
stress group. (9) Significant difference was found among low 
and high occupational stress group on physical stress 
symptoms. Low occupational stress group was found to have 
good physical health than their counterpart. (10) While 
comparing low and high occupational stress group on 
psychological stress symptoms it was found that they differed 
significantly. Low occupational stress group was found to 
have good psychological health than high occupational stress 
group. (11) The result of the comparison of the low and high 
occupational stress group on social relational stress 
symptoms showed that they are also differed significantly and 
low occupational stress group was found to have good social 
relation than their counterparts. (12) Male and female bank 
employees were compared on occupational stress they were 
found to differ significantly. Females have less occupational 
stress than male bank employees. (13) While we compared 
male and female group of bank employees on different 
variables of organizational culture, mental health, physical 
stress symptoms, psychological stress symptoms and social 
relational stress symptoms it was found that they did not 
differ significantly from each other. Male group of bank 
employees were found to have good mental health as well as 
physical and psychological health, on the other hand, females 
were found to have relatively good perception of their 
organizational culture. (14) The result obtained of low in age 
and high in age group was found to show that age is not more 
pronounced factor contributing to Occupational Stress among 
153 
bank employees. Both the groups viz., low in age and high in 
age were found not to differ significantly. When we compared 
them on different variables that is Organizational Culture, 
mental health, physical health, psychological health and 
social relational stress symptoms it was found that they were 
not found to differ significantly. 
In Chapter - IV, Conclusions and suggestions have been 
presented. Having described brief outcomes of the study, 
some suggestions have also been putforth. It has been 
suggested for wider generality of the outcomes of the 
investigation that the study could be conducted on various 
groups of employees by selecting samples comprising health 
care professionals, employees of civil aviations, police 
personnel, railways employees, teachers and employees in 
social service organizations. 
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2 
3 
4 
5. 
6 
7 
8 
9 
10 
11 
12 
Ins 
Age 
Sex 
Religion 
Designation 
1 low many protnolion achieved 
Total work experience 
Experience on present job 
Nunihai of^  clo|)Gndonls 
General health 
Marital status 
fami'iy s'iruc\uTe {^omX) "hiuc'ieai) 
Background (Urban / Rural) 
tructiOtT 
SSI 
The nventory contains the most common physical/psychological and social relational symptoms which 
cvory one of us manifest when experiencing stress You are to rate these symptoms on 4 points scale to 
indicate how often you experienced these problems in your day to day life 
If the symptoms descnbed never assign '1'point 
If the'symptoms described sometime assign ^ '2 point 
" If the symptoms descnbed quite often assign 3 point 
• If the symptoms descnbed are most constantly assign in the parenthesis 
against each symptom 4 point 
PHYSiCAL 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
Tension headaches 
fatigue 
Weakness 
High blood pressure 
Hot or cold spells 
Heart pounding 
Pain in lower part of back 
Indigestion 
Constipation 
Lump in throat 
Muscle ache 
Trembling 
Upset stomach 
Gastiic trouble 
Rash 
PSYCHOLOGICAL 
16 
1/ 
18 
19 
f ecling tense 
Anxiety (Vague fear) 
Depression 
liritability 
1 2 3 4 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
( ) ( 
) ( ) ( ) 
) ( ) ( ) 
) ( ) ( ) 
) ( ) ( ) 
) ( ) ( ) 
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( ) ( ) ( ) 
4 
( ) 
( ) 
( ) 
( ) 
20. 
21. 
22. 
23 
24. 
25. 
26. 
27. 
28. 
29. 
30. 
31. 
32. 
Mood swing 
Temper outburst 
Feeling of hopelessness 
Low enthusiasms 
Nervousness 
Frustration 
Cryingpells 
Worrying about things 
Negative self talk 
Boredom 
Confusion 
Forgelfulness 
Poor concentration 
SOCIAL RELATIONAL 
33. 
34. 
35 
36. 
37. 
38 
39 
Feeling of Loneliness 
Hiding Intolerance 
Distrust 
Decrease in contacts 
Resentment 
Feeling Isolated 
Feeling of Loneliness 
Instructions: 
1 2 
OSI 
Donr respondents you are requested to go through each statement and make self-assessment about 
your experience related to your job. After making careful assessment you have to rate each 
statement in the following manner. 
Absolutely true assign 
Almost true assign 
Partially true assign 
Almost false assign 
Absolutely false assign 
'5' 
'4' 
'2' 
' 1 ' 
7. 
10. 
11 
12. 
13. 
I have to do a lot of work ih this job. 
The available information relating to my job-role and 
its outcomes are vague and insufficient. 
My different officers often give contradictory 
instructions regarding my work. 
Sometimes it becomes complicated problem for me 
to make adjustment between political / group rules 
and instructions. ' 
The responsibility for the efficiency and prdductivity 
of many employees is thrust upon me. 
Most of my suggestions are heeded and 
implemented here. 
My decisions and instructions concerning distribution 
of assignments among employees are properly 
followed. 
I have to work with persons of my liking. 
My assignments are of monotonous nature. 
Higher authorities do care for my self respect. 
I get less salary in comparison to the quantum of 
my labour/ work. 
I do my work under tense circumstances. 
Owing to excessive work load I have to manage 
with insufficient number of employees and 
resources 
5 4 . 3 2 1 
14 The objective of my work role are quite clear and 
adequately planned 
15 Officials do not interfere with my jurisdiction and 
working methods 
1C I have to do some work unwillingly owing to certain 
group/poiitical pressures 
17 I am responsible for the future of a number of 
employees 
18 My co-operation is frequently sought in solving the 
administiative or industrial problems at higher level 
19 My suggestions regarding the training-programmes 
of the employees are given due significance 
?0 Some of my colleagues and subordinates try to 
(Infnnio nnd ninlKjn mo as unsuccossful 
21 I get ample opportunity to utilize my abilities and 
expenence independently 
?2 This job has enhanced my social status 
23 I am seldom rewarded for my hard labour and 
efficient performance 
24 Some ol my assignments are quite nsWy and 
romplicatod 
25 I liave to dispose off my woik hurnedly owing to 
excessive workload 
26 I am unable to perfoim my duties smoothly owing to 
uncertainty and ambiguity of the scope of my 
juiisdiction and authonties 
27 I am not piovided with clear instructions and 
sufficient facilities legarding the new assignments 
trusted to me 
28 In order to maintain group conformity sometimes I 
have to do / produce more than the usual 
29 I bear the great responsibility for the progress and 
piosperity of this organization 
30 My opinions are sought in fiammg important 
policitis of Iho organization / Department 
31 Our inteiests and opinion are duly considered in 
making appointments for important posts 
32 My rollonqiios do roo|-)oralo with mn voliintaiily in 
soivliuj (idininlblidllvo <ind Induslilal piobloms 
33 I get ample opportunity to develop my aptitude & 
pi of iCiency properly 
34 My higher authorities do not give due significance to 
my position and work 
35 I often tod that this job has made my life cumbersome 
36 Being too busy with official work I am unable to devote 
sufficient time to my domestic and personal problems 
37 It IS unclear what type of wDrk and behaviour my 
higher authorities and colleagues expect from me 
38 Employees attach due importance to the officials 
instructions and formal working procedures 
39 I am compelled to violate the formal and 
administiative procedures and policies owing to 
group / political pressures 
40 My opinion is sought in changing or modifying the 
working system, instruments and condiljion^ here 
41 Theie exists sufficient mutual cooperation and 
team-spirit among the employees of this 
Organization /Department 
42 My suggestions and cooperation are not sought in 
solving even those problems for which I am quite ( ) ( ) ( ) ( ) ( ) 
competent 
43 Working conditions are satisfactory here from the i ) i ''^\ i ^ i ) i ] 
point of view of our welfare and convehience ^ ' ^ ' ^ ' ^ ' ^ ' 
44 I have to do such work as ought to be done by others ( ) ( ) ( ) ( ) ( ) 
45 It becomes difficult to implement all of a sudden the 
dealing procedures and policies in place of those ( ) ( ) ( ) ( ) ( ) 
already in practice 
46 I am unable to carry out my assignments to my 
satisfaction on account of excessive load of work ( ) ( ) ( ) ( ) ( ) 
and lack of time 
OCQ 
Instruction ' 
This questionnaire is designed to find out some of the believes values and practices of the 
oiganization in which you are working Below are given numbers of statements/ questions and you 
81 e requested to read carefully each and to respond in the following manner 
Assign 1 to the question when you have strong disagreement 
Assign 2 to the question when you have disagreement 
Assign 3 to the question when you have neutral view 
Assign 4 to the question when you have agreement 
Assign 5 to the question when you have strong agreement 
In our organization employee s skills and abilities are given due weightage in giving ( ) 
promotion and sanctioning any other reward 
2 Peoples generally have greater enthusiasm to take initiative at wotk 
3 Peoples generally follow organizational rules and regulations here 
4 Employees always feel free to think generate and apply new ideas for the productive 
growth of the company 
5 Supeivisors or managers generally emphasize over team- work in carrving out work-
lesponsibilities here 
6 Criticism and back-biting is a normal culture in this organization 
7 Employees generally take initiative to resolve the conflicts and problems at their own 
level 
8 Employees interact and communicate with their superiors colleagues and sub-
ordinates in confidence and trust 
9 Employees aie generally being treated here as they are expecting 
10 Supportive attitude is encouraged and promoted here 
11 Maintaining harmony is tiighly valued here 
12 Employees with right s[iint generally hold discussions and give suggestions to help 
improve organizational working and productive efficiency 
1 1 GoiKMnlly fMii|)lc)ypo s !)( hnvioui at woik is quite piodic t,ibl(^ 
14 People feel pioud for oiganizational fairness 
15 Absenteeism level is very low in our organization 
16 Employees has greater freedom to act independently within the boundaries of their 
job responsibilities 
17 Employees generally have confidence among others that they will help them to 
resolve problems and if needed they would willingly share responsibilities at work here 
18 People have vei^ open discussions with regard to all sorts of problems for better solutions 
19 People fool free to work here 
/{) I \H)\)k) .11(1 silk lly supoivlbod IUJKJ Ihiouijh slii(,t oiy.inl/iilloniil rules .iml iccjul.ilions 
21 People spontaneously express their feeling either pleasant or unpleasant before 
managers / supervisors and their feelings are well attended and cared here 
22 I have the feeling of loosing my interest and commitment with my work in the 
organization here 
23 People are action-onented willing to take initiative and show a high degree of pro-
oiganizational activity 
24 People are generally productive and self controlled here 
?5 
2G 
27 
28 
29 
30 
31 
32 
33 
34 
35 
36 
37 
38 
39 
40 
41 
42 
43 
44 
45 
rhp oiqnni/alion is woll-orqnnizod and has cloaily dofinod goals 
Poopio Iry to pul HIGH bcsl edoit to woik with others ralhor to have an individualistic olloit 
People generally do not want to work unless they are forced 
People generally feel that they are not being trusted here 
Nurturing and helping sub-ordinate is encouraged in this organization 
I am, for my organization 
People generally say with proud about the prestige and status of the organization in 
which they are Vi/orking 
Work environment allows people to accomplish the tasks in their best way here, 
hence, they do not hesitate to take up competitive and challenging tasks 
Organization strictly adhere very open self appraisal system 
Performance standards aie very low in the organization 
People share responsibilities without hesitation 
People s achievement and competencies are given more importance than 
fiierarchical status here 
People usually do not tolerate criticism against the organization 
Suggestions and employees gnevances qire welcomed here from all either seniors or 
jjniors in cadre and are well taken for both employee's quality of life and 
organizational development 
Work environment is very unhealthy and suffocative here 
People aie here more individualistic, they only complete assigned task lor which they 
aie expected to be compensated 
People are generally deeply involved in developing and working out b(3st means foi 
promoting organization productive efficiency 
There is no place here for honest and efficient employees 
I have the feeling that what I have achieved in my life, it is only because of m/ organization 
People are only expected to follow proper channels of communication hore 
F^esponsibilities are'allocated here wittiout any prejudice 
MHI 
Instruction' 
There ara 55 statements relating to your feelings about yourself in everyday life There are four 
alternatives responses for each statement (i e , Always Most of the lime. Some times. Never) and you 
have to choose one out of four alternatives which you feel more related to you You have to make a tick 
maik against the statement which is more applicable in your case 
Most of 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
Always times Sometimes Never 
feel lack of confidence 
get excited very easily 
am not able to take quick decision on any subject 
feel that situations are continuous in going against 
me 
h=ive affection and attachment with my neighbors 
mould myself according to circumstances 
feel that I am losing self respect 
use to woiry even about trivial matter for a long time 
am not able to take decision about my next step 
hositato in mpctinq with olhois 
d j my duty well even in adveise circumstances 
feel that I am nol able to fully utilize my abilities in 
perfoiming my different duties 
n adverse circumstances, I act without keeping in 
view of the real facts 
feel nutation 
feci to be insocuie 
am much woiried about n-^ y responsibilities 
feel depressed/ dejected 
play important role in socnl ceiemomes 
utilize my reasoning even m difficult times 
' 20 i feel that my relations with others are not 
satisfactory 
21 My fos()onsibili(ios are liko bnidon to ITIO 
?y I sulloi lioin Inloiloilly coinplux 
23 I am used to be lost in world of imagination 
24 I am an anxious about my future 
25 My fnends/ relatives remain ready to help me in the 
difficult times 
?C) I ninkn dofiiiilo |ilnns nhout my fuluio 
2/ I am oniagod oven by the slightest unfavorable talks 
28 I take decisions easily even in difficult 
ciicuntslancos 
29 I am not nblo to bohavo in such a way as my 
(iionds oxpGct from me. 
30 I am satisfied with most of the aspects of my life 
31 My fnends and colleagues hale respect from me 
32 My confidence varies highly'in quantity 
33 I ma always ready to fight the problems 
34 I make impressions about people or issue even in 
absence of facts and grounds 
' 35 I am not able to concentrate fully in my works 
36 I feel inclined towards opposite sex 
37 I solve my problems my self 
38 I fully co-operate in the important functions of my 
community 
39 I am perplexed with my contradictory thoughts 
40 I take decisions on the basis of facts even though 
they are contradictory to my wish ' 
41 I am not able to continue any task for long 
42 I feel my self secured amidst my friends/ groups 
43 I do not become hopeless even when I fail 
44 I consider my self-useful for society 
45 I aspire for something without having in view of my 
shortcomings 
46 I do not get influenced even by reasonable 
arguments 
47 I am not able to take such decisions as I want to 
take 
48 I am afraid of my iinagihary calamities 
49 I feel that this world is a place good enough for 
passing life 
50 I feel full of enthusiasm to think that I will certainly 
achieve my objectives 
51 I do not get disappointed with the common wornes 
of daily life 
52 My mood changes momentarily 
53 I my self decide what and how I should do 
54 I feel that my intimacy with my group community is 
increasing gradually 
55 I feel pleasuie in taking responsibilities 
( ) ( ) ( ) ( 
